Job Rotation. Vocational Training No. 24, September-December 2001 by unknown
VOCATIONAL
TRAINING
European Journal
No 24  September – December 2001/III ISSN 0378-5068
The European Journal Vocational Training 
is published three times a year in four languages (DE,
EN, ES, FR). 
The annual subscription covers all issues of the
European Journal Vocational Training published in the
course of the calendar year (January to December).
Unless notice of cancellation is given by 30 November,
the subscription will be extended automatically for a
further calendar year. 
The European Journal Vocational Training will be sent 
to you by the Office for Official Publications of the EC,
Luxembourg. The invoice will be sent to you by the
responsible EU distributor. 
The subscription price does not include VAT. Please do
not pay the amount due until you have received the
invoice.
CEDEFOP
Europe 123, GR-570 01 Thessaloniki (Pylea)
Postal address: PO Box 22427, GR-551 02 Thessaloniki
Tel. (30-310) 490 111  Fax (30-310) 490 020
E-mail: info@cedefop.eu.int  Homepage: www.cedefop.eu.int
Interactive: www.trainingvillage.gr 
European Centre for the
Development of Vocational Training
European Journal Vocational Training 
No 24 September – December 2001/III
JOBROTATIONCedefop
VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
Cedefop
European Centre
for the Development
of Vocational Training
Europe 123
GR-570 01 THESSALONIKI
(Pylea)
Postal address:
PO Box 22427
GR-551 02 THESSALONIKI
Tel. (30) 310 490 111
Fax (30) 310 490 099
E-mail:
info@cedefop.eu.int
Homepage:
www.cedefop.eu.int
Interactive website:
www.trainingvillage.gr
Interested in writing an article ... see page 74
Cedefop assists the European
Commission in encouraging, at
Community level, the promotion
and development of vocational
education and training, through
exchanges of information and the
comparison of experience on is-
sues of common interest to the
Member States.
Cedefop is a link between re-
search, policy and practice by
helping policy-makers and practi-
tioners, at all levels in the Euro-
pean Union, to have a clearer un-
derstanding of  developments in
vocational education and training
and so help them draw conclu-
sions for future action. It stimu-
lates scientists and researchers to
identify trends and future ques-
tions.
Cedefop’s Management Board has
agreed a set of medium-term pri-
orities for the period 2000-2003.
They outline four themes that pro-
vide the focus of Cedefop’s activi-
ties:
o promoting competences and
lifelong learning;
o facilitating new ways of learn-
ing for a changing society;
o supporting employment and
competitiveness;
o improving European under-
standing and transparency.
Editorial committee:
Chairman:
Martin Mulder Wageningen University, The Netherlands
Aviana Bulgarelli Isfol, Italy
Éric Fries Guggenheim Cedefop, Greece
Ulrich Hillenkamp European Training Foundation, Italy
Tadeusz Kozek Task Force for Training and Human Resources, Poland
Jordi Planas Universitat Autònoma de Barcelona, Spain
Lise Skanting Dansk Arbejdsgiverforening, Denmark
Hilary Steedman London School of Economics and Political Science,
Centre for Economic Performance, United Kingdom
Manfred Tessaring Cedefop, Greece
Éric Verdier Centre National de la Recherche Scientifique (CNRS),
LEST/CNRS, France
Editorial Secretariat:
Erika Ekström Institutet För Arbetsmarknadspolitisk Utvärdering
(IFAU), Sweden
Jean-François Giret CEREQ, France
Gisela Schürings European Training Foundation, Italy
Editor in chief:
Steve Bainbridge Cedefop, Greece
Published under the responsibility of:
Johan van Rens, Director
Stavros Stavrou, Deputy Director
Technical production, coordination:
Bernd Möhlmann
Responsible for translation:
David Crabbe
Layout: Werbeagentur Zühlke Scholz & Partner
GmbH, Berlin
Cover: Rudolf J. Schmitt, Berlin
Technical production on DTP:
Axel Hunstock, Berlin
The contributions were received on
or before 19.10.2001
Reproduction is authorized, except for com-
mercial purposes, provided that the source is
indicated
Catalogue number: TI-AA-01-024-EN-C
Printed in Belgium, 2002
This publication appears three times a year
in Spanish, German, English and French.
A Portuguese version is also published by,
and is available directly from
CIDES
Ministério do Trabalho e da Solidariedade
Praça de Londres 2-2°
P - 1049-056 Lisboa
Tel. (351-21) 843 10 36
Fax (351-21) 840 61 71
E-mail: depp.cides@deppmts.gov.pt
The opinions expressed by the authors do not necessarily reflect the
position of Cedefop. The European Vocational Training Journal gives
protagonists the opportunity to present analyses and  various, at times,
contradictory points of view. The Journal wishes to contribute to critical
debate on the future of vocational training at a European level.VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
Cedefop
1
Table of contents
Introducing the Jobrotation dossier.....................................................................3
Eric Fries-Guggenheim
Jobrotation is a tool that links training policy and employment policy.
Jobrotation................................................................................................................................ 10
Athanasios Papathanasiou
A new approach to lifelong learning and training, involving non only education
and training organisations but individuals and companies as well.
Jobrotation in France: a pioneering measure...................................................14
Patrick Guilloux
A brief description of Jobrotation as established in France just before the Second
World War.
Jobrotation – expectations and results:
a case study from the Bremen region.................................................................19
Hubertus Schick
Jobrotation from the perspective of enterprises, employees and political decision-
makers
Jobrotation
report on practice: sks ..........................................................................................27
Monika Kammeier
A case study on the use of Jobrotation in a small enterprise undergoing
structural change
Jobrotation – a unique success which has outlived its future?...................... 32
Jørgen Mørk, Thomas Braun
Jobrotation is a Danish model. The reason for its success and its weaknesses
need careful examination.
Danish experience of Jobrotation: a case study ...............................................38
Ghita Vejlebo, Thomas Braun
An examination of experience is implementing Jobrotation and its use as a
labour market and training policy tool
Jobrotation as a new concept combining learning and work
German and Danish experience ..........................................................................47
Uwe Grünewald, John Houman Sørensen
Jobrotation experience, problems and prospects in Germany and Denmark
Conclusion.............................................................................................................. 53
Eric Fries-Guggenheim
Reading
Reading selection .................................................................................................. 55VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
Cedefop
2VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
Cedefop
3
Éric Fries
Guggenheim
Cedefop Introducing the
Jobrotation dossier
Our compilation makes no
claim to be complete, com-
posed as it is of articles se-
lected by the Journal’s inde-
pendent editorial commit-
tee in accordance with sci-
entific and academic crite-
ria. Nevertheless, it pro-
vides a fairly detailed report
of the advantages and ben-
efits of Jobrotation on the
one hand and, on the other,
its problems and the steps
that need to be taken to en-
sure its future development.
An issue focusing on
Jobrotation [but not a re-
turn to themed issues]
In 2000, the European Journal for Voca-
tional Training decided to move away
from its previous practice of concentrat-
ing on a specific topic in each issue. With
its six-year history, the Journal had by
now become so well known in the initial
and continuing vocational training (ICVT)
community that it had a permanent re-
serve supply of high-quality articles suit-
able for immediate publication. In decid-
ing to abandon themed issues and to open
up every issue to a greater variety of arti-
cles, the independent editorial commit-
tee of the scientific journal published by
Cedefop aimed to speed up the rate of
publication of the individual articles spon-
taneously sent to us by their authors, and
thus to encourage them to communicate
the results of their ICVT research, to tell
people about their innovative practices,
and to stimulate policy discussions with
a view to contributing to the development
of vocational training in Europe.
This decision has been vindicated a
posteriori by the number of articles cur-
rently in the pipeline, i.e. already selected
by the Journal’s editorial committee and
awaiting publication or being revised at
the editorial committee’s request.
Readers may, therefore, be surprised to
see an issue devoted primarily to
Jobrotation. However, this does not rep-
resent a return to the practice of themed
issues. It is simply that the articles in each
issue of the Journal are organised into
main headings and categories (ICVT re-
search, practice, and policy analysis);
when a collection of articles on a par-
ticular topic is sufficiently representative,
they may be published in the same issue.
That is what has happened with this se-
ries of articles on Jobrotation.  Some of
these are a spin-off from Cedefop’s Agora
Thessaloniki project, while others were
submitted for publication by their authors
of their own accord.
What is Cedefop’s Agora Thessaloniki
project?
Cedefop’s mission is to stimulate discus-
sion of vocational training and to contrib-
ute to its development in Europe. One of
its tools specifically aims to build bridges
between various categories of players in
ICVT in Europe, to allow the juxtaposi-
tion of what are sometimes opposing
ideas, and to work to reconcile concepts
and practices. The Agora Thessaloniki
project was created in 1997 on the initia-
tive of a Catalan researcher, Jordi Planas.
Since then three Agoras have been organ-
ised each year, each time dealing with a
different area of ICVT. Agoras bring to-
gether some 30 participants – university
researchers, practitioners (teachers, train-
ers, training programme managers, train-
ing managers, educationalists, etc.), po-
litical decision-makers, and the social
partners in the shape of representatives
of both employers and employees.  So
far 13 Agoras have been held on a wide
range of subjects that include some of the
most hotly debated issues in ICVT, from
training of the low-skilled to mobility as
a didactic tool, by way of recognition of
non-formal learning, social and vocational
guidance, and the learning region.
The proceedings of each Agora are pub-
lished in Cedefop’s Panorama series. The
various Agoras are also presented on
Cedefop’s Training Village Agora website,
http://www.trainingvillage.gr, which al-
lows contributions to be downloaded in
several European Union languages.
Cedefop’s Agora 8, held in Thessaloniki
on 20 and 21 March 2000, covered the
subject of Jobrotation. It included many
high-quality presentations, which servedVOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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to open the debate. We asked their au-
thors to edit these papers after the Agora,
to include its results. Once they were
available as articles, we passed them on
anonymously to the Journal’s editorial
committee, which accepted five of these
for publication and selected two articles
written independently of Agora 8. With
seven articles on Jobrotation at its dis-
posal, the editorial committee then de-
cided to publish them together in this 24th
issue of the Journal. This does not signal
a return to themed issues, simply that it
is more logical and helpful to publish to-
gether, when possible, items focusing on
a single topic.
Jobrotation
The term Jobrotation designates a meas-
ure, a technique and a sophisticated in-
strument for investing in human capital.
Jobrotation institutes rotation (as the
name suggests) between work and train-
ing. The idea is, firstly, to make it possi-
ble for employees to leave their jobs tem-
porarily to go and be trained, without any
major break in production. The employee
receiving training is replaced by some-
body from outside in such a way that the
number of employees in the enterprise
remains unchanged and sufficiently skilled
to be immediately operational.
What distinguishes the Jobrotation tech-
nique from other possible formulas for
replacement, such as using temps or sub-
contracting, is the investment made, at the
instigation of the authorities, in unem-
ployed people. However, as unemployed
people can scarcely be expected to be
immediately operational, the Jobrotation
technique allows them to be trained be-
forehand. Ideally, this takes the form of
alternance training, both in a training cen-
tre and in the enterprise where the re-
placement worker receives the necessary
instruction from the person he/she will
be replacing. Thus the latter acts as his/
her tutor. The rotation between work and
training corresponds to the parallel seg-
ments presented in Table 1.
Once a replacement worker has been
trained, he or she may replace several
employees in succession who leave to
receive training. This makes the invest-
ment made in the initial training worth-
while. European experience shows that
on average, one replacement worker re-
places 4.5 workers.
However, the term rotation does not ad-
equately describe the process. This rota-
tion does not involve going around in a
circle; on the contrary, it generates an
upward spiral towards comprehensive
retraining of an enterprise’s workforce and
on the labour market in general.
The special feature of Jobrotation is that
it acts as a link between a company’s in-
ternal labour market and the labour mar-
ket outside it.
Clearly, the idea underlying Jobrotation
is very simple in principle and very so-
phisticated in practice. Moreover, it is not
a new idea: the underlying principle can
be found in a 1939 French legislative
measure that was not followed up owing
to the Second World War [cf. article by
Patrick Guilloux in this issue].
However, it was not until the 1990s that
the principle gave rise to a measure that
was actually meaningfully applied, initially
in Denmark before spreading to the rest
of Europe, thanks largely to the efforts of
the EU JobRotation Network, which now
comprises 38 partners in 14 European
countries [cf. http://www.eujob.dk/].
Jobrotation has undoubtedly been a suc-
cess and as a result is universally recog-
nised as an example of good practice
in linking training and employment in
Europe.
Period 0 1 2 3 4
Working 
age not in
employment
unemploy-
ment
training in 
training
centre
training in
enterprise
as trainee
employment 
in enterprise 
as replace-
ment worker
…
Working 
age in 
employment
employment
in enterprise
employment
in enterprise
employment
in enterprise
and tutoring
training in 
training 
centre
employment 
in enterprise
Table 1VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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However, the concept of good practice is
itself ambiguous. What is good practice?
Certainly it is a method, a technique, a
mode of action that has proved effective
at a given time, in a given place, which
can (it is hoped) be adapted and applied
to other times and other places. However,
it takes far more than adapting the tech-
nical aspects of a method to make a prac-
tice successful. The cultural environment,
social relations, the stage of development
of production factors, the economic cli-
mate, and the relative strengths of the
social partners also play a part in the suc-
cess or failure of an employment/train-
ing policy, just like any other policy.
Any attempt to disseminate a specific
‘good practice’ throughout Europe is at
great risk of failing miserably owing to
the cultural, political, social and economic
differences that characterise the various
countries and regions. Moreover, the at-
tempt to promote at any cost practices
considered successful in one European
configuration - for example Scandinavian
Europe, Germanic Europe, Anglo-Saxon
Europe - within a different configuration,
such as Latin Europe, Mediterranean Eu-
rope, or, in the near future, Central Eu-
rope, has extremely unpleasant overtones
of paternalism and condescension. While
lessons can undeniably be drawn from
others’ experiences – and this is where
Europe’s rich diversity constitutes a valu-
able resource – giving lessons is another
matter. Such an attitude demonstrates an
ethnocentric blindness that leads straight
to failure.
However, Jobrotation actually seems to
be taking root just about everywhere in
Europe. In fact, it appears to well and truly
correspond to the paradigm of good
practice so strongly advocated by the
European Commission. And Jobrotation
has proved to be extremely adaptable and
flexible. Chameleon-like, it can take on
the colour of its environment.
Jobrotation is, first and foremost, a
measure that serves the interests
– contradictory as they may sometimes
be – of all social partners:
o it serves the interests of employers
because it increases productivity and al-
lows companies to adapt more easily to
technological and organisational changes
by promoting investment in human capi-
tal;
o it serves the interests of the work-
ing population:
• workers with jobs see it as a way
of maintaining and improving their
skills, safeguarding their jobs and ob-
taining promotion;
• for the unemployed, it offers an
opportunity to retrain, acquire new
skills or update old ones; it gives them
the chance to temporarily fill a post
and thus obtain a foothold in a com-
pany where they can acquire new pro-
fessional experience (in 75 % of cases,
according to EU JobRotation statis-
tics, participants end up getting a job
in the company where they acted as
replacement workers);
o it serves the interests of the au-
thorities: the state, the public services
and political decision-makers see it as a
tool for social and vocational integration
policy; Jobrotation is a way of transform-
ing unemployment benefits, normally a
passive employment-policy measure, into
an active tool: here, these payments serve
to subsidise the wages of replacement
workers or those of employees receiving
training, rather than to compensate the
unemployed.
Jobrotation is also, as we have already
mentioned, a measure that can be used
both for the low-skilled and for the
highly skilled, since the employment
element of the measure is always accom-
panied by a training element, and the lat-
ter normally includes preparation for the
new post in the company.
Furthermore, Jobrotation is equally
suitable for small enterprises, which
would not be able to release staff for train-
ing if there was nobody to replace them,
and for large enterprises keeping
abreast of human resources management,
for which Jobrotation is an excellent way
of achieving a link between their internal
labour market and the external market.
Situated at the crossroads between em-
ployment policy, training policy and so-
cial policy, Jobrotation is therefore en-
joying justifiable and legitimate success.
“Jobrotation is a measure
that serves the interests of
all social partners:
• it serves the interests of
employers
• it serves the interests of
the working population
(workers with jobs and the
unemployed)
• it serves the interests of
the authorities”VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
Cedefop
6
However, no measure is free from risks
and drawbacks, and there is no such thing
as a universal panacea. And Jobrotation,
which has proved to be enormously ef-
fective at times of crises in employment,
appears to run out of steam a little dur-
ing periods of recovery.
This is what the selection of articles we
present here (five from Agora 8 and two
offered to the European Journal from out-
side the Agora) sets out to demonstrate,
discussing the relevance of sustainable
development of Jobrotation in the future
and the conditions for such development.
The first article, “Jobrotation” [¸
ëùëìéëÜ åòçáóÝá ], was submitted by a
practitioner,  Athanasios Papathanas-
siou, Director of the Technopolis Voca-
tional Training Centre in Thessaloniki,
Northern Greece, which develops train-
ing for, inter alia, engineering services.
Athanasios Papathanassiou defines the
concept of Jobrotation very precisely,
presenting it as a flexible education and
training model offering an effective re-
sponse not only to the needs and require-
ments of modern production units and
their human resources, but also to the un-
employed, in the context of new forms
of work organisation associated with the
flexible specialisation which characterises
contemporary trends in industrial and
commercial organisation. In particular, he
shows us the conditions under which
Jobrotation can be used in firms employ-
ing highly skilled staff.
The second article, “Jobrotation in
France: a pioneering measure”, was
written by Patrick Guilloux, lecturer at
the Université de Bretagne-Sud, France.
He reminds us that there is nothing new
under the sun – in French legislation dat-
ing from before the Second World War,
he discovered a text aimed at implement-
ing the technique specific to Jobrotation
and designed to link together the depar-
ture of an employee for training and re-
cruitment of a job seeker.  Originating in
two decrees in October 1935 aimed at
“stimulating and co-ordinating the efforts
undertaken in order to provide certain
unemployed persons with adequate re-
sources”, this precursor of Jobrotation
was included in the Decree of 6 May 1939,
but it was never implemented because of
the war. Nonetheless, this Decree is noth-
ing less than the precursor of the highly
specific combination of employment and
training policy put into practice in Den-
mark on a large scale at the beginning of
the 1990s. It is also found in France five
years later, in an admittedly little-known
system provided for in the Law of 3 Janu-
ary 1991, which, however, was widely
implemented in one sector, namely plas-
tics engineering.
The next article was written by Dr
Hubertus Schick of the University of
Bremen: “Jobrotation from the per-
spective of enterprises, employees
and political decision-makers – ex-
pectations and results illustrated by
the example of ‘Jobrotation for the
Bremen region’”. He tells us how, de-
spite the initial misgivings of enterprises
and the Bremen Land authorities, all the
players involved in the Land’s Jobro-
tation project declared themselves satis-
fied with the results achieved. One of the
main problems arising in the Jobrotation
project is that of achieving cooperation
among the very wide range of players
taking part. However, once this problem
has been overcome, this very coopera-
tion among widely differing players con-
stitutes the project’s strength.(1).
These players bring out the problem cre-
ated by the increasing gap between the
skills available and those wanted, some-
thing that makes Jobrotation more nec-
essary than ever, but also more difficult
to implement. On the other hand, how-
ever, they see Jobrotation as a formula
which not only promotes employees’ per-
sonal development, but is also flexible
enough to be adapted to suit the con-
straints experienced by SMEs in organis-
ing and implementing continuing train-
ing, a practice that is still very foreign to
them. Moreover, SMEs in the Bremen re-
gion attach great importance to mainte-
nance and reinforcement of the strengths
of the model of Jobrotation developed
in Bremen by the EU JobRotation Net-
work’s local structure:
o flexible implementation;
o rapid financing;
o procedures involving minimal bureau-
cratisation.
The fourth article in our little dossier on
Jobrotation is a plea on behalf of
(1) This finding is wholly in agreement
with the viewpoint of the “learning
region”.
Cf. Nyhan, B. , Attwell G. and Ludger
D. (eds.), Towards the Learning Re-
gion. Education and Regional Inno-
vation in the European Union and the
United States, Cedefop, Luxembourg,
Cedefop Reference document, De-
cember 1999
Cf. also: Cedefop’s Agora 11  on the
learning region [http://www2.training
village.gr/etv/agora/themes/agora11.
asp].
“One of the main problems
arising in the Jobrotation
project is that of achieving
cooperation among the
very wide range of players
taking part. However, once
this problem has been over-
come, this very cooperation
among widely differing
players constitutes the pro-
ject’s strength.”VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
Cedefop
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Jobrotation by a businesswoman.
Monika Kammeier is co-proprietor of a
small pre-press enterprise in the printing
and media services sector in the Land of
North Rhine-Westphalia. The sks com-
pany was set up in 1981 and initially pro-
duced catalogues, calendars, etc., for
printers, travel agents and other compa-
nies, which it supplied with proofs in film
or paper form. Its employees were essen-
tially typesetters.  Beginning in 1990, the
technological revolution forced the enter-
prise to become computerised and exist-
ing staff found themselves lacking the
skills that would equip them for the new
production techniques. The company ap-
proached the Employment Office, asking
for help with retraining its employees,
who were well paid despite their now
obsolete skills. The answer was “We can
only train the unemployed. Dismiss your
typesetters and we will retrain them. Af-
terwards you can either re-employ the
same people or employ younger workers,
who are bound to be cheaper.” The result
of all this was a tremendous mess in the
sector:
o many enterprises failed, being unable
to find the skilled manpower they needed
at a reasonable cost, owing to bottlenecks
in computer skills;
o many workers over 50 found them-
selves experiencing long-term unemploy-
ment, with little real hope of retraining.
In her eloquent plea for Jobrotation,
Monika Kammeier shows us how this
technique, despite the few options for its
development available in Germany, ena-
bled her small firm to get its workforce
retrained without problems and to switch
to using new technologies.
Her only regret is the lack of urgency on
the part of the relevant authorities (the
Employment Office) when it came to pub-
licising the measure  - many enterprises
in the sector will have gone out of busi-
ness because they were unable to make
the change in time.
The next article, the fifth in our dossier,
is entitled “Jobrotation - a one-off suc-
cess with no future?” and relates to the
experience of Jobrotation in Denmark.
It is the result of the joint deliberations
of a researcher and a practitioner. It was
co-authored by Jørgen Mørk, a voca-
tional training engineering researcher,
who is very involved in European re-
search projects [Socrates, Leonardo,
Equal, etc.] and, having been at the time
working at the Greve AOF in West Zea-
land, is currently conducting European
projects at Frederiksberg Technical Col-
lege, and Thomas Braun, co-founder of
a small ICVT consultancy enterprise in
West Zealand. The article by Jørgen
Mørk and Thomas Braun is an imperti-
nent and iconoclastic examination of the
reasons behind the success of Job-
rotation in Denmark and, in particular,
the structural conditions specific to this
small Nordic country which make it dif-
ficult to export Jobrotation in the same
form.
They show some of the weaknesses of
Jobrotation in today’s Denmark:
o at a time of low unemployment, it is
difficult to promote a measure which, al-
though having training as its ultimate
objective, is presented as a measure pro-
moting employment;
o the organisation needed to implement
the measure is complex (combining meas-
ures involving the unemployed, employ-
ees, training, etc., in such a way as to
achieve optimum effects), and comes up
against complicated official rules that only
deal with one dimension of the issue;
o the unequal development of Jobrota-
tion in different sectors, with very little
use being made of it in trade and per-
sonal services (with the exception of the
health sector), and depending on the size
of firms, with Jobrotation being used by
large companies in a country where the
majority of employment is concentrated
in SMEs;
o mistrust on the part of employees, who
through Jobrotation  become aware that
nobody in an enterprise is irreplaceable.
They also emphasise the risks Jobro-
tation runs in Denmark, where the au-
thorities are increasingly tending to use
the measure to maintain the competences
of skilled workers, forgetting that
Jobrotation is also (and has hitherto
been above all) the means of giving the
low-skilled a chance at training.  In a
“They also emphasise the
risks Jobrotation runs in
Denmark, where the au-
thorities are increasingly
tending to use the measure
to maintain the compet-
ences of skilled workers,
forgetting that Jobrotation
is also (and has hitherto
been above all) the means
of giving the low-skilled a
chance at training.”VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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country with virtually full employment,
such a policy is becoming difficult to jus-
tify from an economic and hence a politi-
cal standpoint, if one forgets that in addi-
tion to being the instrument for individual
and personal development Jobrotation
is also a means to train the workforce in
both public and private companies.
The penultimate article in our series
presents a specific experience of Jobro-
tation in Denmark. It was also co-
authored but in this case by two practi-
tioners. “Danish experience of Jobro-
tation: a case study” was presented on
20 March 2000 at Cedefop’s Agora 8 by
Ghita Vejlebo, formerly a consultant with
Kvindeligt Arbejderforbund i Danmark
(KAD – union of unskilled Danish female
workers). This presentation was then com-
pletely rewritten for the European Jour-
nal by Ghita Vejlebo and Thomas
Braun. Both of them were employees of
the Greve AOF at the time of the Agora.
Since then they have set up a small ICVT
consultancy enterprise in West Zealand,
having had to leave the AOF as a result
of staff cuts in these continuing vocational
training bodies. These have suffered
greatly as a result of Denmark’s economic
upturn and the ensuing reduction in ex-
penditure on training. Under conditions
of labour shortage, companies are reluc-
tant to send their employees away for
training; consequently, the employment
service prefers to persuade the unem-
ployed to take a job rather than to em-
bark on a training process, particularly
when training involves the complicated
machinery of Jobrotation.
The article by Ghita Vejlebo and Thomas
Braun describes in detail the organisation
of a Jobrotation project implemented in
a large Danish firm manufacturing medi-
cal products (insulin injection sets for dia-
betics) with two successive groups of
workers. It shows the exact role of each
of the partners in the organisation: train-
ing body, enterprise, employment service,
union. It emphasises the leading part
played by the training body that was the
project manager. What is interesting about
this example is the target group, a group
of specialised (unskilled) workers, mainly
women, and the results achieved:
o the acquisition of new skills by a
vulnerable low-skilled group, despite its
great resistance and initial mistrust of
training, and
o the use of long-term unemployed per-
sons, who are particularly difficult to in-
tegrate, as replacement workers.
This article also shows how the labour
market trend has greatly complicated im-
plementation of Jobrotation by compar-
ing the two Jobrotation groups put in
place in the firm concerned at different
times. The improvement in the labour
market for employees made it particularly
difficult to recruit replacement workers
in the second round of Jobrotation.
Lastly, our two authors discuss the spe-
cific pedagogic characteristics of the
Jobrotation  model. They are very cautious
about drawing conclusions, but they put
forward at least two specific advantages
of Jobrotation as a training tool in a sys-
tem where methods of production and
work organisation are constantly evolving:
o Jobrotation affects the whole enter-
prise, inasmuch as it is affects general
production organisation; thus it is an ef-
fective tool for making organisational
changes, generating flexible solutions
adapted to suit the specific needs of every
enterprise;
o when Jobrotation is well run, it makes
it possible to call into question operational
principles that have become entrenched
in the firm, mainly because of the fresh
eye cast on them by the replacement
workers; hence it makes the firm more
adaptable and capable of development.
The seventh and last article in this 24th
issue of the European Journal for Voca-
tional Training is entitled “Jobrotation
as a new concept in the relationship
between training and employment”.
Like the two preceding articles, it is jointly
authored, in this case by two research-
ers. John Houman Sørensen is a Dane
from the University of Aalborg, and Uwe
Grünewald is a German from BIBB,
Bonn. Sharing the experiences of Den-
mark and Germany, which have already
received a great deal of coverage in this
issue, Sørensen and Grünewald provide
a summary analysis both of the advan-
tages  of the Jobrotation model as a
measure that allows an organised, system-VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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atic relationship between employment
and training to develop, and of the
threats  confronting it. These threats stem
from regulatory and legislative inconsist-
encies, which tend to set measures in
support of training against measures in
support of employment. However, they
also ensue from the economic trend – the
labour market is increasingly fraught ow-
ing to the falls in both unemployment and
the birth rate, and this encourages com-
panies and governments to use continu-
ing training as a tool of competition policy
at the expense of the social equity policy
hitherto pursued.
Having established that the Jobrotation
projects conducted in Denmark were sup-
ported by the ad hoc legislation devel-
oped from 1994 onwards, that so far
projects have been conducted in Germany
thanks to European financing (ADAPT),
and that these projects risk being cut short
when this financing stops, Sørensen and
Grünewald conclude that Jobrotation
cannot be sustained on a long-term basis
unless an appropriate national legislative
arsenal is set up. They go on to state that
an organisational structure responsible for
Jobrotation needs to be established in
every European state or region.
In addition, our two authors also put for-
ward the idea of setting up pools of re-
placement workers, on a geographical
scale that remains to be specified.VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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Job rotation is a model for
continuous education and
training which provides for
the systematic training of
the unemployed to substi-
tute for employees who take
training leave. This is as a
flexible education and
training model offering an
effective response not only
to the needs and require-
ments of modern produc-
tion units and their human
resources, but also to the
unemployed, in the context
of new forms of work or-
ganisation associated with
the flexible specialisation
which characterises con-
temporary trends in indus-
trial and commercial or-
ganisation.
Jobrotation
At the centre of economic reconstruction
lies what is coming to be known as “flex-
ible specialisation”. Whereas the Fordist
model of economic development favoured
economies of scale, flexible specialisation,
by contrast, promotes economies of
scope. Flexible industrial production is
based on the flexibility of new technolo-
gies, the employment of skilled labour and
the application of just-in-time production
systems. This approach encourages the se-
lective use of labour, rather than support-
ing mass employment.
The new forms of work organisation de-
mand a labour force that is better edu-
cated and better trained. Recent develop-
ments have made knowledge a basic com-
ponent of work and a criterion for secur-
ing a job. For the work force of this new
century, lifelong learning is essential.
Nevertheless, certain doubts and objec-
tions have been voiced concerning the
continuous education and training of hu-
man resources, mainly concerning:
o the fact that skills training for the un-
employed is only tenuously linked to the
productive process and to employment,
and
o insufficient research into learning
needs and training schemes, often result-
ing in workers’ unwillingness to partici-
pate in a company training programme,
insufficient improvement in their qualifi-
cations, and a clash between the time re-
quired for training and companies’ eve-
ryday needs and requirements.
This is why it is necessary to adopt a new
approach to lifelong learning and train-
ing, an approach that is not limited to
education and training systems but also
involves both companies and individuals.
The basic objective of this new approach
must be the creation of a strong and sta-
ble link between enterprises and the
economy on the one hand and the con-
tent and structures of vocational training
and education schemes on the other.  This
will lead to significant changes both in
the roles of the various players and in
their relations with each other. For voca-
tional training to fall in step with the de-
mands of the age, new forms of collabo-
ration need to be established between all
parties involved in the training process,
taking into account their separate respon-
sibilities. One of the most important ad-
vantages of such collaboration is that de-
cisions relating to the content and meth-
ods of vocational training will be taken
by those best suited to decide on these
matters, that is, by those closest to the
workplace. This means, first and foremost,
the social partners. Both employers and
employees can benefit from appropriate
vocational training tailored to the needs
of the individual.
This line of thinking leads to the quest
for a flexible training model that meets
the needs and requirements both of mod-
ern economic units and their employees
and of the unemployed. Such a model
must:
o offer the possibility of lifelong learn-
ing and training to employees without re-
ducing the company’s productivity;
o offer staff the time and means required
for training without disrupting  their work
relations or personal lives;
o target the elimination of long-term un-
employment, by promoting jobs and skills
training for the unemployed in real work-
ing conditions;
o seek to minimise the gap between
available skills and competences and  the
most sought-after qualifications;
o prepare the unemployed for smooth in-
tegration into the job market, combining
the acquisition of new skills and compet-
ences with the creation of new jobs, and
develop the potential for creating new
Athanasios
Papathanassiou
Director of the
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evolution of their qualifications. It thus
constitutes a training model allowing for
the planned management of human re-
sources.
Jobrotation allows training to take place
within the employees’ ordinary working
hours, with no negative impact on their
family and personal life and without add-
ing to the stress of handling day-to-day
tasks. They are thus better placed to as-
similate the content of training in a shorter
time. Providing for substitutes in the com-
pany also facilitates, and raises the pro-
file of, mobility for training purposes.
By creating better conditions for training
and improving the quality of the pro-
grammes, Jobrotation increases job sta-
bility: it upgrades the skills and qualifica-
tions of the workforce, improves their
productive capacity and strengthens their
bargaining position.
Highly skilled workers
The requirements for implementing the
model differ according to the level of the
job to which it is applied. In the case of
highly skilled workers, planning and im-
plementing specialised training pro-
grammes are particularly demanding
tasks. These are the employees on whom
the adaptability of the company depends;
therefore their training programmes must
take into account strategic training needs
associated with the future business envi-
ronment.
The gap created in the company corre-
sponds to the level of specialisation of
the employee involved. For this reason,
the model cannot be applied to highly
skilled workers unless there is satisfac-
tory provision for filling the gap and as-
suring that the work continues to be per-
formed properly. This means that:
o the supplementary qualifications for a
worker occupying a highly skilled post
must be precisely formulated and incor-
porated into the content of the training
offered, which to a certain extent will have
to be tailor-made;
o the training programme must be inno-
vative,
employment opportunities together with
the appropriate training and specialisa-
tion.
The model that combines
all these elements is
Jobrotation
Jobrotation is a model for continuous
education and training which provides for
the systematic training of the unemployed
to substitute for employees who take
training leave. The system is very simple:
o employees are selected for a given
training programme
o job-seekers are chosen as substitutes
for departing trainees and are offered
practical and theoretical training so that
they can take over these posts compe-
tently
o the newly trained workers temporarily
replace the company employees
o the employees complete their training
programmes.
Jobrotation provides an appropriate and
useful way of involving companies in life-
long learning, offering positive results to
both employees and the unemployed.
For employees
The model is based on the need to forge
a solid connection between the planned
management of employment and com-
pany training policy. The view that de-
fining a company’s prospects and aspira-
tions and providing for future require-
ments is an important precondition for
implementing an effective vocational
training policy is gradually becoming com-
monplace.
The use of forecasting techniques may
clarify the basic features of training needs
for employees.
To implement Jobrotation it is necessary
to establish the training needs of com-
pany staff, taking into account their cur-
rent skills and sketching out the projectedVOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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o the substitution period must be rela-
tively short,
o the substitute must be able to perform
tasks reasonably competently. If this is not
possible then an alternative substitution
pattern should be used, whereby the em-
ployee is replaced by a colleague who is
one degree less highly skilled, who is then
in turn replaced by the substitute.
In the case of highly skilled workers, sub-
stitution has much higher requirements.
Additional conditions must be met for
such a substitution to be feasible. For
example:
o The selection of substitutes must be
based more on recruitment criteria and
less on the criteria used to select job-hunt-
ers for training programmes.
o Substitutes must have basic knowledge
of the job and some working experience,
if in less skilled positions.
o The content of the job seeker’s train-
ing programme must be very highly spe-
cialised.
o Practical on-the-job training prior to
substitution is critical. The substitute will
have to master the requirements of the
job during this period.
o The duration of the job seeker’s train-
ing period must be substantially longer
than usual and disproportionate to the
training period for the workers he or she
is substituting for.
For first-time job seekers
Most unemployed persons, especially the
young, have considerable difficulty in
entering the labour market. Usually entry
into the labour market is preceded by a
long period of joblessness and informal
employment during which there is a real
danger that qualifications may become
devalued and the job seeker cut off from
the labour market.
Unemployment is a social problem, which
poses a serious threat to social cohesion.
Jobrotation helps deal with unemploy-
ment, as it soaks up joblessness by inte-
grating people into a real working envi-
ronment while counteracting the poten-
tial devaluation of their skills and compet-
ences.
In addition, Jobrotation identifies the
qualifications they must acquire in order
to be competent substitutes and links the
content of the position in which they will
acquire work experience with the con-
tent of their training programme. This al-
lows for a more successful pairing be-
tween personal inclinations and oppor-
tunities on the labour market. It also helps
them adapt to the continuous re-weight-
ing of occupational profiles, given that
the dearth of opportunities for some oc-
cupations is always balanced by high de-
mand for others.
Although the length of time job seekers
will spend in the company is pre-arranged
and therefore does not meet their expec-
tations, Jobrotation does offer them real
working experience. They are thus better
prepared for integration into the compa-
ny’s productive process - since they be-
come familiar with the ‘company routines’
- while it also increases their chances of
finding a similar job. The unemployed
thus acquire access to the labour market,
both as prospective employees in the
company where they worked as substi-
tutes and as job seekers with real work
experience and contact with the labour
market.
Jobrotation allows the acquisition of job
experience in real conditions and with all
the responsibilities of a substitute. On-the-
job learning is becoming more and more
important in training the unemployed. Job
seekers are taught on an informal but
specific basis, in the immediate environ-
ment of their future job activity.
This form of learning differs from appren-
ticeship. On-the-job learning is a multi-
dimensional process through which the
job seeker is integrated into the frame-
work of his or her working duties and
into the more general labour environment.
Substitution is a particularly powerful
training process, as it involves the per-
formance of specific acts and requires the
trainee to deal with real problems that
crop up in specific circumstances. At the
same time, the collaboration and co-ordi-
nation required by group work has aVOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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multiplier effect on the work rhythm and
skills level acquired.
Here we should perhaps point out that
the performance of work tasks is seriously
affected by the identity and features of
the group and requires appropriate so-
cial behaviour. The substitute is required
to absorb the culture, social models and
values of his or her colleagues. Substi-
tutes also learn to function in the frame-
work of an organisation, with its various
groups, hierarchies and power relations.
This social experience is particularly en-
riching for those entering the job market
for the first time.
Co-ordination
Implementing the model is demanding for
all participants. It requires a relatively long
period of preparation, coherent action on
the part of all those involved and a high
level of co-ordination. These heightened
requirements are the counterpart of de-
mand for a type of vocational training that
is both effective and socially useful.
The combination of lifelong learning and
training of employees and the simultane-
ous employment of the jobless – a prac-
tice consistent with the policy of devel-
oping and increasing employability now
being promoted throughout Europe - is
ensured by implementing the Jobrotation
model. The programme increases added
value and reduces labour costs through
the continuous adaptation of the work-
force. In addition, this model ensures that
the flexibility of the labour force paral-
lels that of the enterprise, achieving the
optimum distribution of costs and ben-
efits for all participants.
Jobrotation appears to be a powerful
enough tool to defuse potential disadvan-
tages and improve on the advantages that
have come to the fore in pilot applica-
tions. This conviction is based on the find-
ings that:
o from an educational point of view it
combines learning and work.
o It serves the interests of the employer
as well as those of employees and the
unemployed.
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France seems to have been
the first country to intro-
duce a measure that in
many ways, in objectives
and design, appears similar
to those introduced in Eu-
rope over recent years.
(1) 1900 to 1930 was a period of con-
siderable expansion in France’s indus-
trial production against a background
of labour shortages, to a great extent
due to the war. This was the reason
for the massive recourse to immigra-
tion (with an annual rise of 10 % in
the foreign population from 1911 to
1926). See M.T. Join-Lambert et al.,
Les politiques sociales, 2nd edition,
Presses de Sciences Po et Dalloz,
Paris, 1997, p. 36.
(2) War widows (Decree of 21 May
1919); civilian war victims (Law of 21
July 1921); victims of industrial acci-
dents (Law of 5 May 1924).
(3) A Decree-Law and simple Decree,
Journal officiel, 31 October 1935.
(4) Ibid., art. 8. This decree was
amended by a Decree of 14 October
1936 on membership of the
(interministerial) committee for indus-
trial decentralisation (art. 8), enlarged
in particular by the Secretary of
Confédération général du travail or
his delegate, and by a decree of 4 June
1937 replacing this committee by an
‘vocational retraining committee’ con-
sisting of a representative of the gen-
eral confederation of employers and
of the CGT from the two sides of in-
dustry, as well as an employer and
worker member of the Conseil
supérieur du travail.
Jobrotation in France:
a pioneering measure
Introduction
The past decade has seen notable devel-
opments in ‘Jobrotation’ in various north-
ern European countries, especially Den-
mark. This has not been the case in
France, one of the countries making least
use of this ‘sophisticated instrument’ (Fries
Guggenheim, 2001), despite the raft of
measures adopted by the state over some
fifteen years.
Nevertheless, France seems to have been
the first country – a few months before
the outbreak of the Second World War –
to introduce a measure that in many ways,
in objectives and design, appears similar
to those introduced in Europe over re-
cent years.
The measure was established by a decree
of 6 May 1939 (Journal officiel, 1939)
codifying legislation on unemployment
passed since 1934-35, against the back-
ground of a French economy, in common
with every other Western economy, in the
grip of an unprecedented crisis. Unem-
ployment tripled from 1930 to 1939
(Hesse, Le Crom) in a country that had
long faced a shortage of manpower1.
Paradoxically, this high rate of unemploy-
ment went hand in hand with a shortage
of skilled workers, especially in industries
working for national defence. France was
in the midst of a rearmament process, to
which it devoted substantial resources
(Asselain, 1995).
It was in response to the combined chal-
lenges of unemployment and the short-
age of skilled manpower in this industry
that the authorities came to the decision
in 1939 to devise an ingenious measure.
In part, at least, it was based on legisla-
tion passed in previous years, which
placed vocational training at the heart of
the campaign against unemployment.
Using training to combat
unemployment (1934-
1938)
At that time France had no tradition of
state intervention in this field, but rising
unemployment in the 1930s finally forced
the authorities to act. In an effort to curb
its spread, they implemented a policy of
major public works in transport, infra-
structure and housing, as in the past.
Up to that time (Lietard, 1982) training
had been deployed mainly for ‘the reha-
bilitation of disabled ex-servicemen’ (Jour-
nal Officiel, 1918) and groups that came
to be treated on a par with them2. The
authorities for the first time used training
to combat unemployment, allocating spe-
cific appropriations to vocational training
centres set up from 1934 on by employ-
ers’ associations to help unemployed peo-
ple aged under 20.
To facilitate the ‘retraining of the unem-
ployed’ (rééducation professionnelle des
chômeurs), the government of the day
adopted two decrees3 on 30 October 1935
with the aim of ‘invigorating and coordi-
nating the efforts undertaken in order to
help certain unemployed persons to learn
a new trade that will provide them with
adequate resources’.
This legislation provided for subsidies to
‘vocational training centres for the unem-
ployed’ approved by the Ministry for
Employment in consultation with a joint
ministerial committee for industrial decen-
tralisation4. These training centres could
be run by:VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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• industrial employers in their own es-
tablishments;
• public authorities (départements, com-
munes, public establishments, unemploy-
ment funds);
• technical training institutions;
• employers’ or workers’ associations;
• associations whose objects were re-
training.
A condition to qualify for accreditation
was ‘to indicate the occupations for which
the training for the unemployed is to be
given’. In spite of high unemployment,
there was still a considerable shortage of
labour in certain occupations and trades,
especially in industrial concerns working
for national defence.
Over the years, the authorities concentrated
their efforts on the vocational retraining
centres working towards this end and pro-
viding training for a workforce that was
no longer to be just ‘specialist’ but ‘skilled’5.
For instance, a Decree-Law of 14 June 1938
(Journal Officiel, 1938) authorised ‘the
Minister for National Defence and War, the
Minister for the National Navy and the
Minister for Aviation… to subsidise, out of
the appropriations earmarked for arma-
ments expenditure, those vocational re-
training centres… giving evidence that they
have supplied skilled labour to factories
working for national defence’.
This thinking is even more explicit in a
Decree-Law of 12 November 1938 (Jour-
nal Officiel, 1938) ‘on the vocational re-
training of the unemployed and worker
advancement’6, adopted in implementa-
tion of the Law of 5 October 1938 ‘giving
the government the powers to bring about
an immediate revival in the country’s eco-
nomic and financial position’.
A report to the President of the Republic
preceding that legislation states that while
these ‘bodies can be used to instruct the
unemployed… in a new trade in which
there is a shortage of manpower’, they
have ‘… also and above all … the mis-
sion of securing for our industry and more
specifically for the industry working for
national defence those specialists whom
it needs’.
This legislation, linking the objective of
rearmament and vocational retraining, is
also important because for the first time
in France it introduced the idea of ‘fur-
ther training’ (perfectionnement profes-
sionnel), laying the foundations for the
diversification of the functions of voca-
tional training and, as a result, its target
groups.
It stressed that, ‘due to the inadequate
numbers of skilled manpower to meet the
needs of national defence industries, it is
vital to plan for the training of skilled
workers through appropriate vocational
education to be imparted to those work-
ers who appear best suited to receive it’.
This vocational improvement operation
was called ‘promotion ouvrière’ – worker
advancement. The same concept is found
in an edict of 1948 establishing ‘improve-
ment courses leading to worker advance-
ment’ (Journal Officiel, 1948), which was
soon to be superseded by the concept of
‘promotion du travail’ and ‘promotion
supérieure du travail’7 (Terrot, 1983) – ‘ad-
vancement of work’ and ‘further advance-
ment of work’.
The ‘advancement’ thus offered to ‘work-
ers’ in employment was an essential con-
dition for the implementation of a system
of ‘Jobrotation’ in which the absence of
an employee for the purpose of training
is paired with the employment of an un-
employed person, an arrangement which
was to be introduced the following year
by the Decree of 6 May 1939 (Journal
Officiel, 1939).
A new measure to combat
unemployment: the re-
placement of ‘workers’ in
training by unemployed
persons (Decree of 6 May
1939)
Out of a concern ‘to step up the rede-
ployment of the unemployed’, this decree,
which covers ‘unemployment benefit’ and
‘unemployment insurance’ schemes as
well as ‘the employment and placement
of the unemployed’, devotes a specific
chapter to various ‘special measures for
worker advancement institutions and cen-
tres for the vocational retraining of the
unemployed’.
“This legislation, linking the
objective of rearmament
and vocational retraining,
is also important because
for the first time in France
it introduced the idea of
‘further training’ (perfec-
tionnement professionnel),
laying the foundations for
the diversification of the
functions of vocational
training and, as a result, its
target groups.”
(5) The distinction is clearly made by
article 1, para. 4, of the Decree-Law
of 12 November 1938 (see below):
‘vocational retraining will have the
main aim of providing factories work-
ing for national defence, and in par-
ticular for aviation, with the semi-
skilled or skilled manpower they re-
quire for their proper operation’.
(6) Journal officiel of 13 November
1938, p. 12870.
(7) See in particular Law No 59-960 of
31 July 1959 on social advancement.VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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Worker advancement institutions, ‘set up
by an industrial establishment which has
already rationally organised apprentice-
ship or by a centre for the vocational re-
training of the unemployed’, must ‘have
as their aim to provide for the progres-
sive training of the workers required for
production’.
The Decree of 6 May 1939 for the first
time defined the conditions for govern-
ment accreditation. To obtain such ap-
proval and enjoy public subsidies, they
had to furnish particulars in support of
their application, especially on the ‘occu-
pations to be taught’ and the ‘programmes
of worker advancement to be imple-
mented’. In the case of those set up by
an industrial establishment, moreover,
they ‘must operate during the establish-
ment’s normal working hours8 and be in-
stalled on premises clearly separate from
the production workshops’9 – a provision
still in force in France in the field of con-
tinuing vocational training.
The chief merit of this decree was to cre-
ate the conditions for the development
of ‘Jobrotation’ practices, as they would
be called today. It offered financial in-
centives for enterprises that would pro-
mote such practices. These related both
to training leave for an employee and to
the recruitment of an unemployed per-
son to take his place, who would where
possible have received prior training in a
centre for the vocational retraining of the
unemployed (although the decree does
not make this compulsory).
The factors taken into account for the pur-
pose of payment of subsidies by the state
to worker advancement institutions10 in-
cluded the payment to the enterprises
concerned of an ‘allowance equivalent to
one half of the wages paid to workers
admitted to courses at worker advance-
ment institutions’. This meant that the state
entered into a commitment to compen-
sate one half of the cost of continuing to
remunerate an employee on training.
The authorities also undertook to pay
bonuses to employers ‘taking on unem-
ployed persons to replace workers al-
lowed to take worker advancement
courses’11, a strong incentive not to leave
an employee’s job unfilled while he was
on training leave.
Industrial establishments setting up
worker advancement institutions were
not, unlike those not having such facili-
ties, required to replace workers permit-
ted to take a course – who themselves
continued to earn no less than the rate
laid down by collective agreement for
their skill over the whole period of their
training – with unemployed persons.
These bonuses were paid so long as the
workers being replaced by the unem-
ployed persons were allowed to attend
the worker advancement institution
course.
This is a brief description of Jobrotation
as established in France until just before
the Second World War. Its creation, com-
pleted by the Decree of 1939, was in fact
staggered over almost five years, from the
establishment in 1935 of a specific train-
ing tool - the centres for the vocational
retraining of the unemployed - to the di-
versification of their functions in 1938
through ‘worker advancement’, thus cre-
ating the conditions for the emergence of
‘Jobrotation’ practices, strongly encour-
aged by the authorities in 1939.
This pioneering measure, more of an in-
centive than an obligation, emerged in a
context of intensive rearmament, although
it was never in fact really applied. The
events triggered off from the autumn of
1939 with the declaration of war were
initially to greatly disrupt the adult voca-
tional training system that had gradually
been established since 1935 and then, fol-
lowing the armistice of June 1940, to lead
to its disappearance (Bayard, 1970), nip-
ping in the bud any trials of Jobrotation
mechanisms which the legislation re-
viewed might have permitted.
It was to be almost half a century before
the authorities rediscovered the value of
Jobrotation. The measures – still in force –
that they later adopted were to be influ-
enced by different concerns.
Some measures were designed to promote
access to training by employees – whose
absence for training is often poorly re-
ceived and on occasion hampered, in
particular in small and medium-sized en-
terprises, because of the disruptions it
might entail – by offsetting or relieving
part of the cost to the employer of their
replacement. This is the purpose of one
“(…) Jobrotation as estab-
lished in France (…) com-
pleted by the Decree of
1939, was in fact staggered
over almost five years,
from the establishment in
1935 of a specific training
tool - the centres for the vo-
cational retraining of the
unemployed - to the diver-
sification of their functions
in 1938 through ‘worker
advancement’, thus creat-
ing the conditions for the
emergence of ‘Jobrotation’
practices, strongly encour-
aged by the authorities in
1939.”
(8) Unless otherwise specified by the
Minister for Labour, after consultation
of the vocational retraining commit-
tee.
(9) Art. 132. If this is not possible, the
provision made must enable inspec-
tors easily to ensure that workers ac-
cepted for the course are not taking
part in production work.
(10) Cost of fitting out or renting work-
shops or classrooms, the purchase of
machine tools, tooling or motors, de-
preciation of premises, motors and
machines and other tooling, instruc-
tors and monitors, the purchase of raw
materials and fuel, etc.
(11) Report to the President of the
Republic, para. 25; art. 136.VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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provision of Law No 84-130 of 24 January
1984 reforming vocational training (Jour-
nal Officiel, 1984), which authorised in-
dividual training leave management agen-
cies to refund employers with a workforce
of under 50 for their payment of a tem-
porary employment allowance to persons
recruited under a fixed-term contract to
replace an employee absent on personal
training leave (congé individuel de forma-
tion)12. Law No 91-1 of 3 January 1991,
one of whose aims was to increase em-
ployment through training in the work-
place (Journal Officiel, 1991), provided
for a government payment to employers
with a workforce of less than 50 of a flat-
rate grant.  It compensated them for wages
paid to workers recruited by them or
made available to them by temporary em-
ployment enterprises or groups of em-
ployers, to replace an employee absent
for training under the plan or personal
training leave13.
The same law, on the other hand, in-
cluded a provision14 that goes back to the
technique of pairing the employee on
training leave with the jobseeker recruited
to replace him, as initiated by the Decree
of 6 May 1939. This law extended the
scope of ‘stages d’accès à l’emploi’ (job
access placements), now known as ‘stages
d’accès à l’entreprise’ (enterprise access
placements), administered by the public-
sector employment agency, ANPE15. Al-
though their primary aim is to give
jobseekers the occupational skills to ob-
tain a job whose vacancy has been noti-
fied to ANPE, they may enable employ-
ees to acquire further training to broaden
their skills or to offer the opportunity of
acquiring a higher qualification.  At the
same time they offer access to recruitment
to a jobseeker, whether or not the ben-
eficiary of a workplace placement oppor-
tunity, to replace the employee if he or
she is promoted on completion of train-
ing16.
The first two measures cited leave the
employer completely free to arrange to
replace the employee as it thinks fit: by
direct recruitment, or by the services of a
temporary employment enterprise or
group of employers. This is not strictly
speaking  Jobrotation. This is not the case
which the third measure, covering per-
manent job integration, which is a genu-
ine system under the auspices of the pub-
lic-sector employment agency.
France, then, does not lack legal instru-
ments in the field of Jobrotation. Even
so, Jobrotation is still very little used.
Leaving aside the very few employers that
have embarked on substantial pro-
grammes in this field on their own initia-
tive, only two occupational sectors are se-
riously involved. One is the automobile
repair and sales sector. The other is the
plastics processing industry, with its ma-
jor programme known as ‘Action for the
development of competences’. which aims
simultaneously to upgrade the skills of
those working for enterprises in the sec-
tor and to train their replacements, set up
more than eight years ago.
This is doubtless a sign of the existence
of obstacles to its development that are
more cultural and social than economic
or technical.
“France, then, does not lack
legal instruments in the
field of Jobrotation. Even
so, Jobrotation is still very
little used.”
(12) Art. L. 950-2-2 of the Labour Code.
The rate of this allowance is 6% of
the earnings received by the em-
ployee during his fixed-term contract.
(13) Art. L. 942-1 of the Labour Code.
This conditional aid (see Arts. R 942-
1 to R. 942-8) amounts to FRF 3 000 a
month (EUR 458) for 169 hours’ train-
ing (FRF 17.75 an hour, or  EUR 2.70).
(14) Art. 1 (Art. L. 322-4-1 of the La-
bour Code).
(15) Agence Nationale Pour l’Emploi.
(16) ANPE, Classeur Références, 14,
April 1999. Centre Inffo, Fiches
Pratiques 2000, pp. 446-449. The State
contributes all or part of the funding
of the employee’s training and, where
appropriate, of the jobseeker who is
to replace him under an agreement
concluded with the beneficiary em-
ployer. If the employee in training
continues to be paid by his employer,
ANPE also pays a flat-rate contribu-
tion of FRF 28 per hour’s training (EUR
4.27).VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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Jobrotation –
expectations and
results: a case study
from the Bremen region
Introduction
Jobrotation projects have been greeted
with premature praise:
“Jobrotation – a successful example of
modern labour market policy?”
“Jobrotation – an easy answer to prob-
lems on the European labour market?”
“Jobrotation – a model for Germany?”
These were the headings under which this
type of project was discussed since its in-
troduction into Germany in 1996. From
the outset it was placed under pressure
as a result of people’s expectations. This
also applies to the Länder of Bremen.
Since 1998, a Büro Jobrotation (Jobrota-
tion Office) has been operating in the con-
text of a pilot project, Jobrotation für die
Region Bremen (Jobrotation for the
Bremen Region). The University of
Bremen, in cooperation with the Cham-
ber of Labour KUA has taken responsibil-
ity for scientific reporting on the project.
In this context, it analyses cooperating en-
terprises in respect of their technological
development, skills training requirements
and cooperation options. A study has
been made of 50 enterprises interested
in, or already, cooperating with the
project.
Structure of the Bremen
pilot project
Since Jobrotation projects in Germany and
Europe as a whole, have very different
objectives, widely varying structures and
funding bases. A brief summary of the
Bremen project is important1.
The project is in the framework of the
Community Initiative ADAPT, and receives
funding from the Federal Institute for
Employment and the Bremen Land Min-
istry, namely the Senator for Employment
(project term: 03/1998-06/2001).
The organisation responsible for imple-
menting the project is alz Bremen-Nord
(Bremen north job centre), a body pro-
moting employment, which for many
years has supported projects combining
an emphasis on employment with skills
training.
The pool of replacement workers com-
prises consecutive groups of 15 long-term
unemployed persons the Bremen North
region. It was formed by creating one-
year employment relationships, subject to
compulsory social insurance contribu-
tions, with the participating enterprise
based on job creation schemes. Informal
learning strategies in the participating
enterprise’s work process are used to pre-
pare these people for their replacement
work. Individual skills training building
blocks that can be adapted for replace-
ment workers are agreed with the indi-
vidual enterprises participating and are
implemented in cooperation with continu-
ing training bodies.
The project works mainly with small and
medium-sized enterprises (SMEs) in the
fields of metal processing, electrical,
plumbing, heating and air conditioning.
Continuing training of workers in the en-
terprises is based on their planning and
financing. The project bears none of these
costs.
The University of Bremen/KUA identifies
the needs of and possibilities for coop-
eration with interested enterprises in in-
(1)For a more detailed description, see
also H. Rehling/H. Schick, JobRotation
für die Region Bremen – Arbeitsmarkt-
politik mit der Förderung von KMU
verbinden!, in: BWP 5/1999, pp. 25-
30.
This article reports on a
case study of the implemen-
tation of Jobrotation in
Bremen. It looks at the high
expectation of the various
participants, the outcomes
and some of the issues that
need to be addressed for the
future
Hubertus
Schick
Universität Bremen
Kooperation
Universität/
Arbeiterkammer
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dividual scientific studies on an ongoing
basis. The findings are regularly for-
warded to the Jobrotation Office together
with an assessment of the company’s suit-
ability. The university guides and advises
the Jobrotation Office on evaluation.
These parameters of the Bremen pilot
project were reviewed during the project
work. As early as 1999, the work was so
successful that the Jobrotation Office’s
sphere of activity was extended, in both
geographical and target-group terms. The
project now addresses the whole of the
Bremen region and is targeting other en-
terprises in the industrial sector.
Expectations of those
involved
Regional enterprises
The University of Bremen/KUA has been
analysing skills requirements in a wide
range of sectors in the Bremen region for
around ten years. It has an excellent over-
view and in-depth knowledge of the sec-
tors.2 This made it possible to obtain in
advance a relatively precise picture of the
framework needs of enterprises, and their
expectations from a Jobrotation project.
Most enterprises in the Bremen region
were aware of the need for technical and
organisational innovation to ensure their
competitiveness and safeguard jobs. Com-
pany decision-makers recognised the im-
portance of advanced and continuing
training to enable employees to adapt to
structural change in the industry and the
craft sector. However, surveys revealed
problems in the following areas:
a) releasing employees for advanced and
continuing training programmes, particu-
larly in enterprises with small workforces;
b) translating needs into enterprise-spe-
cific advanced and continuing training ac-
tivities and the relevant planning of con-
tinuing training.
This situation is typical of most Jobrota-
tion projects in Germany. Investigations
in individual enterprises in the context of
the  Jobrotation project confirmed these
findings concerning continuing training.
However, they were also supplemented
by findings relating to the enterprises’
hiring practice.
Some 60% of the enterprises that ex-
pressed a preliminary interest in Jobrota-
tion needed to recruit more workers. The
smallest craft-oriented enterprises in par-
ticular are interested in Jobrotation for this
very reason. They are seeking a tool to
try out workers in their future working
environment before taking them on. This
familiarisation stage clarifies reciprocal
expectations as regards the job and the
new worker’s performance.
Two expectations are particularly impor-
tant, voiced by an overwhelming major-
ity of the companies investigated:
a) cooperation with Jobrotation projects
should not involve major additional bu-
reaucratic effort and expenditure for the
enterprise and should leave it free to plan
the continuing training it needs to handle
its operations;
b) ideally, replacement workers should
come directly from employment and not
begin work in the enterprise immediately
after a lengthy period of unemployment.
Accordingly the pool of replacement
workers is expected to be organised in
the form of employment relationships.
It is also important to note that when the
project began employers in the Bremen
region expressed scepticism and reserva-
tions. At first, their representatives re-
garded as suspect the combination of
goals, of promoting business infrastruc-
ture and labour market policy - a funda-
mental objective of projects of this type.
As cooperation with enterprises devel-
oped positively, these reservations de-
creased.
Employees
Since within the Bremen project enter-
prises are wholly responsible for continu-
ing training of employees, the views of
enterprise employees have not been
prominent in investigations to date. Es-
sentially, they have been represented by
works managers, who provided informa-
tion on employees’ future training inten-
tions. In many of the smallest enterprises,
(2) In this connection, cf. inter alia the
comprehensive study by U. Benedix,
J. Knuth and Dr E. Wachtveitl:
Technologieentwicklung und Qualifi-
kationsfolgen in Metallindustrie und
Metallhandwerk. Repräsentativunter-
suchung in Bremer und Bremerhave-
ner Betrieben, Bremen 1997.
“Two expectations are par-
ticularly important, voiced
by (…) the companies (…):
Jobrotation projects should
not involve major addi-
tional bureaucratic effort
and expenditure for the en-
terprise and should leave it
free to plan the continuing
training it needs to handle
its operations;
replacement workers
should come directly from
employment and not begin
work in the enterprise im-
mediately after a lengthy
period of unemployment.
Accordingly the pool of re-
placement workers is ex-
pected to be organised in
the form of employment re-
lationships.”VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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surveys of workforce skills training re-
quirements are drawing this subject to the
enterprise’s attention for the first time. The
university’s research very often leads
works managers to recognise and treat
continuing training as a field of action
within the enterprise for the very first time.
It became clear in the course of the en-
terprise studies by the University of
Bremen/KUA that there is a general
awareness of the need for ongoing skills
training for employees. However, neither
enterprises nor employees have as a rule
formulated the concepts for personal de-
velopment.3
Initially the crucial aspect was the expec-
tations of unemployed participants, some
of which became clear in the run-up to
the project.
In traditional schemes designed to
reintegrate the long-term unemployed
(job creation schemes), often skills train-
ing is not co-ordinated with enterprises’
specific needs. Here, skills training was
to be much more precisely matched with
needs, on the basis of individual analy-
ses of needs.
Until recently, these traditional schemes
tended to include only a minor element
of practical experience within enter-
prises. Insufficient advantage was taken
of the fact that well-prepared in-house
practical experience demonstrably im-
proved participants’ chances of obtain-
ing jobs. Admittedly, there was also no
legal basis for this in Germany – only
when the old Employment Promotion Act
(AFG) was replaced by the new Social
Security Code (SGB III) did scope for
extended periods of in-house practical
experience come into being. This is now
one of the elements constituting the le-
gal framework for replacement workers
in Jobrotation projects.
All members of the Bremen project’s pool
of replacement workers are long-term
unemployed. On average they had been
unemployed for around two years before
they obtained the Jobrotation “opportu-
nity”. Their first expectation is that
Jobrotation will help them obtain proper
employment again on the primary labour
market, especially as some have made
other unsuccessful attempts and others
never had an opportunity of this kind.
Thus they primarily see Jobrotation as a
form of reintegration. They expect a high
level of success, although not necessarily
leading to immediately employment.
Long-term unemployed participants are
fully aware of the value of a period of
proper work in-house while acting as re-
placements, even if they are not subse-
quently taken on.
In the preliminary selection process, dis-
appointment initially became apparent in
relation to the level of payment. Since
their existing skills levels were relatively
high, and some had previous experience
(lengthy in some cases) in a Bremen ship-
yard, the expectations of many possible
participants could not be met by the
project’s financing. In the run-up to the
first stage, some initial difficulty was ex-
perienced in creating the pool of replace-
ment workers in line with the project
mandate.
Employee representative bodies support
the project. In Bremen, trade-union rep-
resentatives and the Chamber of Labour
quickly took a positive attitude to the
project concept and its implementation.
Supraregional employee representative
bodies now see projects of this type as a
positive tool for employee-oriented staff
development.4 Trade unions in Germany
were quick to state their expectations as
regards the project structure, especially,
the status of both employees and replace-
ments in the rotation. They were initially
sceptical about these issues, but this scep-
ticism has now completely disappeared.
Employee representatives in Bremen take
part in the “workshop discussions” in
which regional players involved regularly
produce interim reports and draw infer-
ences for future work.
There has also been an increase in con-
tact and cooperation with the works coun-
cils of individual enterprises. Works coun-
cil representatives now hold positive
views on the possibilities and the oppor-
tunities for staff development offered by
Jobrotation, seeing it as further develop-
ing works council policy.
Federal Institute for Employment/
Bremen-North Employment Office
In response to the question of initial ex-
pectations, the head of the Bremen North
“In traditional schemes de-
signed to reintegrate the
long-term unemployed (job
creation schemes), often
skills training is not co-
ordinated with enterprises’
specific needs. Here, skills
training was to be much
more precisely matched
with needs, on the basis of
individual analyses of
needs.”
(3) K. Büchter is correct to point out
that identification of skills training re-
quirements does not simply involve
assessing the content but also involves
discussing, interpreting, negotiating
and, ultimately, creating skills train-
ing requirements. K. Büchter, Regeln
zur Ermittlung von Qualifikations-
bedarf in Betrieben, in: Berufsbildung,
No. 16 – Europäische Zeitschrift, p. 9.
(4) On this cf. also Heiner Rehling/
Hubertus Schick, JobRotation –
Baustein für mitarbeiterorientierte
Personalentwicklung, in: Gewerk-
schaftliche Bildungspolitik 1/2-2000,
pp. 4 ff.VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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employment office once again empha-
sised the relatively poor prospects offered
by traditional job creation schemes as re-
gards the primary labour market. The most
recent research on this issue in Germany
has shown that six months after the end
of job creation schemes, only 11% of par-
ticipants had entered employment on the
primary labour market.
With the new type of project, in which
job creation schemes played a major part
in the structure of the pool of replace-
ments in Bremen, perceptibly improved
access to the primary labour market is an-
ticipated, a much higher rate of obtain-
ing jobs than the 11% cited. The employ-
ment service representative described
what is expected of the project by saying
“what we want is success, an end to un-
employment”.
The employment office also took these
expectations into account by changing its
allocation practice to some extent. Accord-
ing to the head of the office, in some cases
the people assigned the jobs were not the
typical clients of job creation schemes but
skilled workers, whose skills profile and
motivation was above average for the
long-term unemployed.
This shows the competent employment
service has high expectations, and sup-
ports these by means of job promotion
conditions not usually seen in job crea-
tion schemes. In other words, it is pro-
viding relatively good conditions. The
employment service also sees the project
as being a pilot scheme, involving ex-
pectations associated with future employ-
ment policy, which should be supported
accordingly through “preferential condi-
tions”. Hence it is not going too far to
say the employment service considers
Jobrotation models as a kind of testing
ground for a degree of change in em-
ployment policy and employment pro-
motion.
In principle, the employment service re-
gards this test as successful. This means
more and more is expected of the
Jobrotation Office. At supraregional level
too, Jobrotation is assumed to have a
work procurement rate of approximately
60%. The extent to which these expecta-
tions can continue to be fulfilled in fu-
ture remains to be discussed.
Senator for Employment in Bremen
The regional political administration, in
the shape of the official Senate representa-
tive, the Senator for Employment, has long
seen its task as lying primarily in active
labour market policy, treating skills train-
ing as a key element in preventing un-
employment. This is closely bound up
with promotion of a modern business in-
frastructure, particularly for SMEs.
The Senator was, in principle, receptive
to the project and its objectives, but ini-
tially sceptical about whether enterprises
would be willing to take on an unem-
ployed person and give them certain re-
sponsibilities as a replacement worker in
the work process.
The Senator pointed out that the Bremen
model makes considerable demands on
enterprises. The Bremen project does not
provide for enterprises to finance continu-
ing training of their staff through the
project, but expects this to be financed
exclusively by the companies and/or their
employees.
Due to the success of the second stage of
the pilot project, the Länder administra-
tion invested more of the funds available
to it from the Community Initiative ADAPT
in this project. This takes account of the
large number of management and admin-
istrative functions necessitated by the
complex target structure. This support is
also geared to the time that follows the
completion of the project. It is anticipated
that the activities will be extended and
possibly more Jobrotation offices estab-
lished.
An interim report
The expectations cited meant a number
of problems stand out, with the Bremen
model, that are also relevant to Jobrota-
tion projects in general.
The initial scepticism of employers’ or-
ganisations shows it may at first be diffi-
cult to convince employers of the value
of combining business development and
labour market policy - the crucial element
of this project model.
Here there has been a complete turna-
round in opinion, not least owing to the
“The most recent research
on this issue in Germany
has shown that six months
after the end of job creation
schemes, only 11% of par-
ticipants had entered em-
ployment on the primary
labour market.”
“(…) Jobrotation is as-
sumed to have a work pro-
curement rate of approxi-
mately 60%. The extent to
which these expectations
can continue to be fulfilled
in future remains to be dis-
cussed.”VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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positive reception given to the project by
enterprises. For example, regional busi-
ness representative bodies have already
organised a joint event with the project.
It took place in 2000 and acknowledged
the fact that the project has become an
ongoing component of regional policy. In
addition, the Chamber of Crafts is coop-
erating with the project and can see op-
portunities for expanding joint activities.
The problem of remuneration for the re-
placement workers is still far from being
resolved. With its job-creation-scheme
structure, the Bremen model offers rela-
tively favourable conditions, as it provides
for normal one-year employment relation-
ships subject to compulsory social insur-
ance contributions for replacement work-
ers. In the current structure, considerable
problems may be caused not only by the
problem of legislation on incentives, but
also by workers’ expectations as regards
appropriate remuneration. When lengthy
periods of substitution are planned in
countries like Germany, where this has
rarely been the case, the payment system
must accord with the requirements of
normal work in the company and thus
offer an incentive for participation in the
Jobrotation system.
The extent to which company expecta-
tions are met as regards institutionalising
non-bureaucratic, inexpensive replace-
ment procedures will be crucial for all
types of financial processing. This is par-
ticularly important for small craft enter-
prises, where personnel management
normally represents additional work for
the head of the enterprise at the end of
the working day. The extent to which re-
placement workers come from an employ-
ment relationship akin to the free enter-
prise economy, i.e. straight from practice,
will continue to be important in the fu-
ture, especially for SMEs. This remains a
difficult demand to meet.
It is clear that as far as the employment
service is concerned, the criterion of the
project’s success is reintegration of work-
ers into the labour market. Admittedly it
sees the enterprises’ skills training endeav-
ours as a means of indirectly combating
unemployment, but this is hardly what it
expects of the project. The employment
service has reduced Jobrotation to a sin-
gle aspect, although admittedly a key one.
If there is little success in this area, even
if enterprise skills training measures are
highly successful the employment serv-
ice will become less interested or entirely
lose interest in this project model.
Financing continuing training for company
staff by Jobrotation is not a component of
the Bremen project. However, there is no
evidence that this has made enterprises less
interested. As many other Jobrotation
projects have been provided with funding
for continuing training in enterprises, es-
pecially in the pilot phase, more detailed
comparative research in this area needs to
be carried out. The question of whether
this funding element continues will be of
significance, particularly if Jobrotation is
to be institutionalised as a standard tool.
Nevertheless, none of the enterprise stud-
ies carried out in the Bremen region iden-
tified expectations of this kind.
The Bremen authorities have treated the
project as a key element of their active
labour market policy. They are well aware
that projects of this type are cost-inten-
sive and are certain to take this into ac-
count when considering institutionalising
the scheme.
Results
The results of the project work are sum-
marised in table 1.
Table 1
The views of the players involved on the
results to date can be classified as rang-
ing from very positive to unreservedly
positive.
Table 1
Interim balance sheet for “Jobrotation for the
Bremen region” (as at the beginning of 2001)
Replacement workers assigned: 62
Average duration of replacement period: 1-3 months
Continuing training programmes for
enterprise employees based on Jobrotation:8 1
of which, in-house 28
external 27
manufacturers’ courses 26
Permanent appointments achieved: 41
Permanent appointments planned: 5
“The problem of remunera-
tion for the replacement
workers is still far from
being resolved. (…) consid-
erable problems may be
caused not only by the prob-
lem of legislation on incen-
tives, but also by workers’
expectations as regards
appropriate remunera-
tion.”
“Financing continuing
training for company staff
by Jobrotation is not a com-
ponent of the Bremen
project. However, there is
no evidence that this has
made enterprises less inter-
ested.”
“The views of the players
involved on the results to
date can be classified as
ranging from very positive
to unreservedly positive.”VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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The vast majority of the enterprises tar-
geted showed great interest and agreed
to cooperate to an extent that had not
initially been anticipated. Because project
participants are prepared and assigned to
a specific replacement job in an individual
process and not in a group programme,
the number of premature terminations is
relatively low. When this does occur, an-
other replacement worker can usually be
found. The ex-post assessment carried out
by co-operating companies again stressed
the importance of preparing replacement
workers in employment relationships akin
to those that characterise the free enter-
prise economy.
In view of the strong figures for success-
ful integration, the question often arises
of whether Jobrotation creates jobs. This
must be answered in the negative, at least
as regards directly demonstrable job crea-
tion. It is noteworthy, however, that en-
terprises use Jobrotation as a tool in their
recruitment practice and in the process
often reactivate jobs long vacant owing
to a lack of suitable applicants or bad ex-
perience. In other cases, a company may
have long envisaged creating another job
but was only able to do so thanks to
Jobrotation. To this extent, some appoint-
ments are definitely are clearly due to the
introduction of the Jobrotation project.
The workers involved, in the first instance
the replacement workers, hold over-
whelmingly positive views on the project
and its results. They are evaluating not
only the replacement work itself and the
extent to which it accorded with their ex-
pectations and skills, but also the phase
of preparation and employment with the
participating enterprise and the work op-
portunities offered.
The verdict is significantly more positive
in the case of respondents able to obtain
permanent employment through their
work as replacements. By far the major-
ity of these have seen their expectations
fulfilled. The relatively high numbers of
replacement workers who slotted in suc-
cessfully and then taken on permanently
correspondingly raised the expectations
of other project participants.
During 1999/2000, it became apparent that
the decision taken in June 1999 to expand
the project played a part in improving the
response to requests from enterprises in
Bremen. Here, increased cooperation with
other bodies organising measures for the
unemployed can ensure an even better
balance between supply and demand.
The employment service, namely the lo-
cal employment office, has no reserva-
tions about the success of the programme.
The high integration figures of 60% or
more carry particular weight, particularly
since they are evaluated against the suc-
cess rates of traditional employment pro-
grammes. It can be anticipated that, within
its overall calculations, the employment
service will provide the project with at
least the same level of support in future.
A very important aspect of their delibera-
tions is that the high level of in-house
experience involved in the programmes
as a result of participants’ work as replace-
ments opens up particular prospects of
reintegration. For the employment serv-
ice, this confirms the decision taken in
SGB III to grant employment programmes,
in principle, increased opportunities for
in-house experience in the form of
Jobrotation or on-the-job training.
The competent political authority in the
region, the Senator for Employment in
Bremen, is also wholeheartedly positive
about the results. In his words, “Enterprises
have accepted what the project offers
amazingly well”. At the same time, he
stresses that in the “promotional” phase,
future replacement workers initially ex-
pressed reservations about the project. This
was quite unexpected, but was quickly
resolved by means of good cooperation
between the participating enterprise and
the local employment service.
The Senator also pointed out that though
the structure of the pool proved success-
ful in the pilot year, it must be put on a
different basis as the project evolves since
the capacities of a fixed pool of this kind
ultimately proved insufficient.
Consolidating the project
– new demands on the
Bremen model
Ways of expanding and consolidating the
project have already been addressed.VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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During the initial pilot phase, it was de-
cided to extend the project to other
branches and sectors in Bremen. As re-
gards industrial/technical jobs, the main
sector concerned is wood processing.
Commercial/administrative requirements
are also to be covered by Jobrotation, ini-
tially through existing contacts and re-
quirements.
Owing to the particular emphasis placed
by the Land authority on labour market
policy, it was decided to extend the
scheme to caring/nursing occupations.
Both the authority and local employment
office regard it as a shortcoming that too
few women have been involved in the
Bremen project. Their numbers fall well
short of their share in regional unemploy-
ment. The reason lies in the industries
chosen to form the basis of the pilot
phase, where almost all the people af-
fected by long-term unemployment are
male.
This also means giving thought to expand-
ing the pool, as with the addition of new
branches and sectors, the restriction to
one or two job creation schemes will
mean that the pool is no longer adequate
to meet the need for replacement work-
ers. Efficient regional Jobrotation struc-
tures face the problem of registering pos-
sible replacement workers, working in
employment or continuing training pro-
grammes, or registered with the employ-
ment office, in such a way that the staff
of the Jobrotation offices can develop an
accurate idea of the replacement work-
er’s skills and competences.
The objectives formulated with regard to
expansion give rise to new questions.
What reference points should the future
structure of this tool have in Bremen -
spatial or sectoral? The fact that the
Bremen  Land is a “city state” also plays a
part here.
In terms of the expectations of the two
main target groups – companies and their
employees on the one hand and unem-
ployed participants on the other - new
elements affecting the previous criteria for
success, will ensue. For companies, there
will be changes in the form of coopera-
tion involved. This may affect the previ-
ous benefits of rapid and inexpensive re-
placement since some participants will
only be provided by the Jobrotation Of-
fice and not employed by it.
There will be changes in status for re-
placement workers previously unem-
ployed. Compared with the previous sup-
port options, these are unlikely to repre-
sent an improvement. As participants in
continuing training programmes rather
than in employment programmes they will
not have a normal employment relation-
ship, involving compulsory social insur-
ance contributions.
In autumn 2000, the Senator for Employ-
ment commissioned the university re-
searchers responsible for the accompany-
ing research to produce an expert report
on the subject of “Jobrotation as a meet-
ing of regional minds”5. Their task was to
involve as many players in business de-
velopment and labour market policy as
possible, along with previous and possi-
ble future cooperation partners, in draw-
ing up a plan for institutionalising
Jobrotation in the Land of Bremen. In the
process, it was possible to formulate ex-
pectations as regards both the regional
labour market trend and the remit of
Jobrotation.
The most important aspects are as follows:
a) the planning and implementation of the
pilot project are given a positive to very
positive rating. All respondents support
its continuation in expanded forms;
b) a number of parties have raised the
question of the skills profiles of replace-
ment workers as a fundamental issue for
future work. The regional labour market
players point out that the gap between
skills profiles available and skills required
is increasing and that Jobrotation needs
to respond to this challenge;
c) with regard to company requirements,
staff development is of major importance
for SMEs. It is assumed Jobrotation can
and should contribute to a comprehen-
sive service for enterprises, in which they
are offered an overall service package
comprising identification of needs, con-
tinuing training planning, organisation of
replacement workers and implementation
of continuing training. This is a new and
very wide-ranging requirement for future
Jobrotation programmes;
“Both the authority and lo-
cal employment office re-
gard it as a shortcoming
that too few women have
been involved in the Bremen
project. (…) The reason lies
in the industries chosen to
form the basis of the pilot
phase, (…)”
(5) H. Schick/G. Hammer, JobRotation
als regionaler Konsens - Expertise im
Auftrag des Senators für Arbeit,
Frauen, Gesundheit, Jugend und
Soziales, Bremen 2001.VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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d) with regard to the organisational struc-
ture of a regional Jobrotation programme,
the possibility of establishing more
Jobrotation offices, similar to the one run-
ning the pilot project in the industrial sec-
tor, is being examined. This would offer
the service to other sectors of the
economy. It is also agreed that identify-
ing enterprises’ needs as precisely as pos-
sible will continue to be a crucial crite-
rion for the quality of Jobrotation work.
Researchers working on the pilot project
have set out their recommendations in this
expert report6. Below some key consid-
erations are outlined whose relevance ex-
tends beyond the Land of Bremen.
Jobrotation must continue to be an open-
ended tool, which can be put into prac-
tice in a variety of forms on the basis of
common principles. Every form of pro-
gramme and of financing selected should
ensure that the highest possible degree
of flexibility is assured for the individual
replacement. This means ensuring:
a) the ability to respond quickly to re-
quirements formulated on an ad hoc ba-
sis, which is particularly important for the
cooperation with SMEs which predomi-
nate many projects;
b) the ability to continue to offer compa-
nies the rotation option involving tempo-
rary replacement and/or permanent ap-
pointment, by non-bureaucratic and rela-
tively inexpensive means;
c) the ability to exert increased influence
on company planning for continuing train-
ing, specifically, by co-operating, as a
Jobrotation organisation, with SMEs with-
out dictating terms to them. It is essential
to the future of this tool that planning of
continuing training and meeting enter-
prises’ replacement needs be co-ordinated
among the three players - companies, con-
tinuing training institutions and Jobro-
tation organisations.
If these essential requirements are to be
fulfilled there are three important issues
which need to be addressed to ensure the
quality of future work in the context of
Jobrotation:
a) How can one identify technological de-
velopments and the associated need for
continuing training in specific and project-
oriented terms, in a way geared to using
this new tool?
b) What analytical tools and certification
procedures are available for identifying
the skills of enterprise employees and
future replacement workers so that exist-
ing skills and experience can be accurately
assessed and classified?
c) What quality criteria are necessary for
Jobrotation projects or tools to work in
the future and ‘show what they can do’?
The University of Bremen/KUA will con-
tinue to work on these questions within
the support it is able to give this innova-
tive project type.
“Jobrotation must continue
to be an open-ended tool,
which can be put into prac-
tice in a variety of forms on
the basis of common prin-
ciples. Every form of pro-
gramme and of financing
selected should ensure that
the highest possible degree
of flexibility is assured for
the individual replace-
ment.”VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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Monika
Kammeier
Business Manager
at sks
Jobrotation
report on practice: sks
Introduction
When “SKS Layoutsatz GmbH” (see box)
was founded, on 1 January 1981, its field
of activity was traditional typesetting. The
sole task of typesetters was to record,
construct and print out, on film or paper,
texts and tables to customer requirements
using professional typesetting equipment.
Employees taken on and trained by the
firm became compositors.
The spread of PCs in the early 1990s led
to a dramatic, ongoing technological revo-
lution. In some areas, customers became
competitors. Customers now record their
own texts and simply forward data to
structure, process and manage. Digital
processing tools have replaced many
former jobs and tasks in the printing sec-
tor, such as manual work, assembly and
copying.
Technology and complex software pro-
grams led to structural change in the print-
ing sector. Traditional boundaries between
advertising agency, lithographic printing
house, typesetters and printers, became
blurred. To survive, prepress enterprises
were obliged to become media services
enterprises offering printing and multime-
dia services.
The demands on compa-
nies and employees
The intensified rivalry of a new market
triggered a general drop in prices, lead-
ing to competition that was ruinous in
some cases. Some companies lacked the
financial resources to make the necessary
investments in technology and offer em-
ployees extensive continuing training or
retraining. The variety of operating sys-
tems and software programs meant new
demands were being made of employees.
For some smaller companies in particu-
lar, financing the necessary skills training
represented a burden threatening their
very existence. As well as continuing to
pay high collectively agreed wages, they
had to fund losses in production and sub-
stantial training costs.
The alternative was job cuts with large
compensation payments for long-serving
employees. This was no guarantee of fu-
ture prospects. From the point of view of
business economics, companies were in
a catch-22 situation.
No skilled workers were as yet available.
New career profiles were only just being
developed. Yet to fulfil the new require-
ments and make jobs safe in the long-
term, employees with years of experience
in traditional tasks (compositors) had to
be completely retrained within the space
of a few years to cope with the new tech-
nology. The large number of company
closures and bankruptcies of typesetting,
lithographic and repro enterprises shows
how many companies failed in this aim.
Sks asked the employment office in the
early 1990s for support for the necessary
adjustment process, but were told retrain-
ing measures were financed only for the
unemployed. There was no possibility of
help for people still in employment – “the
employees concerned would first have to
This article examines the
results of Jobrotation in a
small enterprise in Ger-
many. It argues that
Jobrotation can preserve
jobs in enterprises affected
by structural change and
for re-integrating unem-
ployed people into the la-
bour market
sks
is a prepress company employing some
20 skilled workers in Bielefeld, Ger-
many.
It designs, produces and supplies cata-
logues, brochures, posters, advertise-
ments and calendars, and non-printed
products such as catalogues on CD-
ROM or web pages.VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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become unemployed…”. Afterwards it
would then be possible to take back
former employees, now skilled workers.
The results of this approach were appar-
ent on the labour market. Unproductive
employees in their 50s and sometimes
younger, whose training was no longer up
to date, were made redundant and received
large compensation payments. Younger
workers who had grown up with the new
technology were taken on at much lower
wages or “bought in”. Companies that had
first offered employees training then found
themselves facing substantial wage de-
mands. As far as employers were con-
cerned, these demands clearly exceeded
their pain threshold, so newly created and
costly know-how left the company. Mean-
while, despite retraining programmes,
older long-term unemployed people had
only moderate success in finding jobs.
As a result:
(a) inflexible older employees who lacked
the relevant know-how were dismissed;
(b) unemployment rose, while at the same
time there was a shortage of skilled work-
ers;
(c) the public purse was involved in con-
siderable expenditure on unemployment
benefit, maintenance allowances and
wholly funded measures to integrate the
over-50s, the success of which was ques-
tionable;
(d) small and medium-sized enterprises
suffered bankruptcies and business shut-
downs.
1
DTP media designer
training for former
compositors
Skills in a wide range of
text- and image-
processing software to
ensure more flexible
deployment and a more
equal distribution of work,
in contrast with the
previous highly specific
training
3 production workers, one
trained as a photosetter
and two trained as
compositors
19 days of seminars in the
training institution, plus
practical work in the
company
7 weeks
2 unemployed people
6 and 4 weeks
2
Skills training in Internet
and multimedia
production
Acquisition of
comprehensive basic
knowledge as regards
Internet production.
Acquisition of customer
advice skills
3 production workers
trained as photosetter,
compositor, electronic
image processing (EIP)
operator. 3 employees
working in decision-
making positions/as
customer advisers, trained
as graphic designer,
compositor, lithographer
64 days of seminars in the
training institution, plus
practical work in the
company
11 weeks
1 unemployed person
12 weeks
3
Skills training in Internet
and multimedia
production
Acquisition of interface
skills in company
departments. Integration
and adaptation of existing
customer data in line with
the new media.
Acquisition of customer
advice skills
3 production workers
trained as photosetter,
compositor, EIP operator.
4 employees working in
decision-making
positions/as customer
advisers, trained as 2
graphic designers,
compositor, lithographer
16 days of seminars in the
training institution plus
practical work in the
company
7 weeks
1 unemployed person
8 weeks
Table 1:
Project implementation
Stage
Title
Aim
Participants
Scope of training
over a period of
Replacements
for periods ofVOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
Cedefop
29
Skills training measures
Objective
The possibilities of support inherent in
the Jobrotation project provided a highly
practicable measure for our sector –
though long overdue, as it came too late
for many companies and their workers.
Once aware of the Jobrotation project, it
was seen as an initial impetus for raising
the level of employees’ skills.
All employees were to achieve the level
of knowledge inherent in the new job
profile of Mediengestalter [media de-
signer]. Employees with a greater capac-
ity to learn were to be trained in the field
of multimedia production.
Implementation
The project was implemented in 3 stages
(see table 1).
Table 1: Project Implementation
Employees took turns in attending semi-
nars in the training institution. In between
the individual courses the skills acquired
were consolidated in-house.
Company training needs were identified
and specifically defined. Initial offers
made by training providers quickly made
it clear that training programmes had to
be tailored to meet the company’s par-
ticular needs. This made it possible for
each employee to be trained accoring to
their existing level of training and poten-
tial, and for the necessary know-how to
be imparted in the shortest possible time.
Loss of production was thus kept to a
minimum. Standard seminars would not
have achieved this level of efficiency and
effectiveness. The more expensive indi-
vidual training provision has more than
paid for itself.
Financing
Employees were paid full wages/salaries
during the training programme. External
training costs were subsidised by the
“Jobrotation” support programme, with a
60% subsidy for stage 1 and a 50% sub-
sidy for stages 2 and 3.
Temporary replacements were employed
with a subsidy from the employment of-
fice. According to the programme’s speci-
fications, the subsistence costs of an in-
dividual unemployed person may be as-
sumed only for a maximum of eight
weeks. In stage 2, one replacement
worker spent 12 weeks in our company,
but for the last two weeks received no
benefit payments from the employment
office. Nevertheless, she completed her
training in our company at her own ex-
pense, realising how important it was to
acquire the relevant practical skills.
Success
Having completed three Jobrotation pro-
grammes in 1999, it is important to ac-
knowledge the support of the district
crafts guild, which acted as co-ordinator,
for the exemplary way in which it han-
dled the cooperation, without unneces-
sary red tape. The experience lived up to
our expectations and programme fulfilled
its purpose.
The financial and staffing assistance pro-
vided enabled us to offer almost all em-
ployees future-oriented advanced training
on a scale impossible without the
Jobrotation programme.
The skills training campaign helped bring
about a substantial improvement in the
working atmosphere, with employees be-
ing considerably more motivated thanks
to their improved self-esteem. The up-to-
date training they received ensures that
their capacity for work retains its value in
coming years and makes their jobs secure.
Four temporary replacement workers
spent periods of four to 12 weeks in the
company to acquire practical skills. Be-
fore coming they had attended a retrain-
ing programme. However, employers
want “qualified” people with practical ex-
perience. As a result, once those who have
been retrained complete a programme of
practical in-company training their
chances of obtaining a job increase con-
siderably.
One woman, previously unemployed,
took up a permanent position appropri-
ate to her skills immediately after com-
pleting the programme. Our own com-
pany offered a permanent job to the re-
placement worker who had demonstrated
her very high motivation during stage 2.
“Company training needs
were (…) specifically de-
fined. (…) training pro-
grammes had to be tailored
to meet the company’s par-
ticular needs. This made it
possible for each employee
to be trained accoring to
their existing level of train-
ing and potential, and for
the necessary know-how to
be imparted in the shortest
possible time. Loss of pro-
duction was thus kept to a
minimum. Standard semi-
nars would not have
achieved this level of effi-
ciency and effectiveness.
The more expensive indi-
vidual training provision
has more than paid for it-
self.”VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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The company has clear evidence of a
positive trend in productivity, thanks to
qualitative and quantitative improve-
ments. Improved utilisation of the
workforce as a whole also has a positive
effect on the delegation of tasks in-house.
The high level of commitment is explic-
itly recognised by our workers and, in
conjunction with the improved image, this
helps ensure employee turnover is kept
to a minimum. Consequently, the well-
trained worker potential remains within
the company as a critically important pro-
duction factor.
The company also needed staff with the
appropriate skills for the new tasks in the
field of Internet and multimedia produc-
tion, which is increasingly replacing the
previous range of services. Without addi-
tional external support, it could not af-
ford the expensive continuing training or
retraining required for the new multime-
dia occupations, in addition to the neces-
sary technical investments.
The subsidised continuing training pro-
grammes made it possible for some tradi-
tionally trained employees (graphic de-
signer/compositor) to move into new
media/multimedia. This future-oriented
sector is known to be some 100 000
skilled workers short at present. However,
as a prepress company and media serv-
ices provider, we are now in a position
to meet customers’ demands and thus
ensure the future survival both of com-
pany and jobs.
One criticism is that we only happened
upon the Jobrotation project by chance.
No training provider or employment of-
fice pointed out this possibility of obtain-
ing subsidies. Quite the reverse. Only af-
ter we drew the attention of the depart-
ment responsible for co-ordination to the
possibility did the news come of further
Jobrotation programmes in enterprises in
the printing sector in our region. The com-
mitment came too late for many small en-
terprises and their former workers.
Summary
The Jobrotation model is an ideal preven-
tive measure for preserving jobs in enter-
prises affected by structural change and
“The company has clear
evidence of a positive trend
in productivity, thanks to
qualitative and quantita-
tive improvements.”
“One criticism is that we
only happened upon the
Jobrotation  project by
chance. No training pro-
vider or employment office
pointed out this possibility
of obtaining subsidies.
Quite the reverse.”
for re-integrating hard-to-place unem-
ployed people into the labour market.
Subsidies of the kind represented by the
additional financial support in the pro-
gramme should not become the norm.
However, as long as employers are shoul-
dering the skills training risk on their own,
the Jobrotation model is meaningful for
the following reasons:
(a) prevention – ensuring there continue
to be jobs for older workers too; the psy-
chological effect of still feeling of value
when over 50 should not be neglected;
(b) a greater likelihood of integration for
job seekers as a result of the additional
practical experience acquired as tempo-
rary replacements;
(c) a positive economic effect on training
institutions as a result of increased de-
mand;
(d) ensuring the continued survival of
small and medium-sized enterprises by
making them innovative and competitive.
Collective bargaining policies should take
account of the need for lifelong learning.
Skills training measures should be made
a compulsory element of performance.
Otherwise companies that finance regu-
lar advanced training for employees will
continue to bear a dual burden, when
employees seek a substantial wage in-
crease owing to improved skills. Rival en-
terprises that do not have the same cor-
porate culture can simply buy in know-
how by offering appropriate wages.
Without this approach negative phenom-
ena, such as rising unemployment, retrain-
ing measures that are wholly financed by
state authorities and a shortage of work-
ers in the new occupational fields will
continue.
It is conceivable that Jobrotation could
help bring about labour market develop-
ments geared to the future, in the follow-
ing scenarios and situations:
(a) sectors in crisis;
(b) major technological advances;
(c) winding up of obsolete industries and
production systems, accompanied by theVOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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emergence of new sectors (for example
switch from coal to solar energy, or evo-
lution of the printing sector into new
media).
In such cases, thanks to a positive trend
on the labour market Jobrotation can help
to ensure a return on investment for all
parties.VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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Jobrotation – a unique
success which has out-
lived its future?
Introduction
Jobrotation is not a universal tool for solv-
ing all labour market problems. The fact
that it has, nevertheless, been possible to
use it as such in Denmark is due to back-
ground factors of a kind rarely, if ever,
found in other countries. There are prob-
lems with the term “best practice” in re-
lation to Jobrotation; in statistical terms,
the scheme is essentially a success in a
small Nordic country where conditions are
particularly favourable. This is the sub-
ject of the first part of this article.
As it stands, Jobrotation is a Danish
model, and attempts are underway to
transplant the concept to other national
contexts. There is naturally support to be
gained for this process from statistical
references to successes and the many
Danish experiences in the area. If, how-
ever, the current promotion of Jobrotation
schemes is to rest on an objective basis,
it is essential to recognise weaknesses
which have become apparent in the
scheme during its lifetime and which are
particularly apparent in the current pe-
riod of increased employment. The sec-
ond part of the article addresses this ques-
tion.
Jobrotation is one answer to the informa-
tion society’s demand for lifelong learn-
ing, a technique which, if developed as
required, can ensure that the entire adult
population returns to the classroom at
suitable intervals. The Danish political
debate still has to come to grips with this
long-term potential, and some neglected
perspectives remain: is it possible, for
example, to envisage Jobrotation as a right
for the modern citizen? This question is
addressed in the last part of the article.
A unique success
Denmark’s success with Jobrotation is
explicable in the first instance by a rela-
tively accommodating administration,
which has allowed thousands of flowers
to bloom. The public authorities financ-
ing Jobrotation have not wanted to stand
in the way of the numerous and diverse
initiatives. In hindsight, it is clear that no
public authority ever really had the back-
bone to doubt the scheme, which was,
by the way, launched in the full glare of
public attention and its success far out-
stripped every expectation. There is a
catastrophic lack of statistical data on and
documentation of central issues. Probably
the most serious consequence is having
to estimate how big the effect on employ-
ment has been. Figures of 75% have been
mentioned for temporary appointments,
but we do not know whether the persons
involved returned to unemployment af-
ter a brief appointment. Although many
critical evaluations have been performed,
this often inadequate monitoring of the
effect of Jobrotation projects may well be
a small part of the explanation of why
the scheme grew so quietly into a major
success.
Another part of the answer must be sought
in the opportunity provided by the
scheme for practically any talented op-
erator to launch a Jobrotation project. The
funds from which the scheme was fi-
nanced throughout the 1990s formed a
richly patterned patchwork with some-
thing for everyone: one fund for the un-
employed, one for those in need of edu-
cation, one for supplementary training,
one for in-service training, one for socio-
political projects etc. Any project designer
who knew how to plug in to one of the
funds and prepared to make the effort to
As it stands, Jobrotation is
a Danish model, and at-
tempts are underway to
transplant the concept to
other national contexts.
If, however, the current
promotion of Jobrotation
schemes is to rest on an ob-
jective basis, it is essential
to recognise weaknesses
which have become appar-
ent in the scheme during its
lifetime and which are par-
ticularly apparent in the
current period of increased
employment.
Jobrotation is one answer
to the information society’s
demand for lifelong learn-
ing, a technique which, if
developed as required, can
ensure that the entire adult
population returns to the
classroom at suitable inter-
vals.
Is it possible, for example,
to envisage Jobrotation as a
right for the modern citi-
zen?
Jørgen Mørk
AOF Project &
Development
Thomas
Braun
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involve other interested parties was able
to create a network of financing oppor-
tunities.
This brings us to a third explanation for
Denmark’s success: the labour market
parties and their tradition of seeking con-
sensus. In somewhat simplified terms it
may be said that their pair-skating is so
well-developed that employer organisa-
tions and unions will normally agree in
advance on the principle of a specific
Jobrotation project. The political admin-
istration of all major funds entering into
the Jobrotation patchwork is tripartite,
with the state as the third party. It goes
without saying that if the representatives
of employer organisations and unions
agree on a project, it cannot be rejected.
A fourth explanation for Denmark’s suc-
cess is the voracious appetite of educa-
tional institutions for Jobrotation projects.
These institutions require students, the
more the better, to secure their operations.
State grants are allocated on the so-called
“unit meter” basis, that is to say, the more
students an institution attracts, the bigger
the grants it receives. But the reverse also
applies: if student numbers fall short over
a prolonged period, the shop will be
closed. Danish education is now run com-
pletely on the principle of supply and
demand. The government is fully justified
in saying that empty institutions are evi-
dence of a failure to adapt to market de-
mands. It is no surprise that the various
educational institutions are seeking to
create their own student base by aggres-
sively bidding for, or independently initi-
ating, Jobrotation projects. Put in posi-
tive terms and perhaps even as an under-
statement, Danish educational institutions
have shown considerable ability to adapt
over the last ten years. Their involvement
in  Jobrotation projects in particular has
brought them much closer to companies
in the private sector, their needs and their
way of responding to reality as they see
it.
The fifth and last of the many possible
explanations for the success of Jobrotation
in Denmark should be seen in light of
the alacrity with which employers have
thrown themselves into it. They are not
driven by idealistic reasons in particular,
neither are they particularly worried that
the system will fail them. It is mainly that
they know the quality of the courses, as
they have had a role in designing them.
Project leaders often stress that employ-
ers are interested only in having the skills
of their workers upgraded, nothing more
and nothing less. However, the state has
already done that for them for the last
thirty years at least, largely at government
expense under the labour market courses
scheme(1). The only problem was that this
scheme was based on an assumption of
labour shortages, implying that employ-
ers would not be able to obtain replace-
ments for the employees they sent away
on training courses. Supplementary train-
ing was reserved for periods with low
order volumes. The invention of the
Jobrotation scheme was, in other words,
the answer to several existing problems
for employers: the need for rapid updat-
ing of employees’ qualifications, the need
for suitable replacements, and finally the
wish to facilitate learning on the job. In
addition, in many workplaces, Jobrotation
projects have been a collective concern
which has succeeded in shifting the fo-
cus from the individual employee (career
development etc.) to the workplace, and
thus to progressive ideas concerning or-
ganisational development. Jobrotation has
provided the framework for experiments
in collective learning and innovation proc-
esses.
In outlining the contributions made by
these five elements in explaining the suc-
cess of Jobrotation in Denmark, it is im-
portant to emphasise is that although Den-
mark would like to share its patent with
other countries, it cannot be marketed in
other national contexts without incurring
major problems. It is not enough to have
seen a good example; each country must
develop its own framework for the
scheme and realise the need to develop
many patents, not just one. One thing that
can be transplanted across national bor-
ders is the techniques and methods of
achieving the best result for Jobrotation.
In this the exchange of knowledge and
experience undoubtedly plays a major
role.
Weaknesses
Jobrotation has very often been used in
Denmark as a universal tool for handling
(1) From the beginning of 2000, the
schemes have become slightly more
complicated and generally less favour-
able, particularly for the long-term un-
employed, but the budget for 2001
appears to be re-establishing the sub-
sidies to some degree.
“The invention of the
Jobrotation  scheme was, in
other words, the answer to
several existing problems
for employers: the need for
rapid updating of employ-
ees’ qualifications, the need
for suitable replacements,
and finally the wish to fa-
cilitate learning on the job.”
“(…) although Denmark
would like to share its pat-
ent with other countries, it
cannot be marketed in
other national contexts
without incurring major
problems. (…) One thing
that can be transplanted
across national borders is
the techniques and methods
of achieving the best result
for Jobrotation.”VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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a number of labour market policy inter-
ests. Although this has been successful, it
has created major difficulties for individual
project initiators, who have been forced
to develop considerable levels of stub-
bornness to survive their dealings with
bureaucracy. They have been forced to
think in terms of several funds simulta-
neously and to argue for their projects in
terms of a multitude of political objec-
tives such as adult education, the inte-
gration of immigrants, equal opportuni-
ties, flexible labour markets and so on.
As if this were not bad enough, they have
also been forced at times to seek dispen-
sation from far too restrictive legislation
and although such efforts are generally
successful, they require considerable re-
sources.
The burden of preliminary work is quite
heavy and most cases have required ex-
pert assistance. It may sound a paradox,
but the authority which has been respon-
sible for the heaviest bureaucratic pres-
sure on project makers, the job placement
service, has actually provided probably
the most substantial moral support for
Jobrotation projects. The service wanted
to prevent the preliminary work from be-
coming an insurmountable obstacle, but
it is impossible to prevent everyone from
stumbling and putting their finger on a
sensitive spot in the administrative appa-
ratus. The Ministry of Labour has appar-
ently suspended all work aimed at regu-
lating the Jobrotation scheme in a simpli-
fied and comprehensive legislative act.
Given the successes of the scheme, one
wonders why this was not done long ago.
Now, with almost full employment, the
situation has changed radically.
During the late 1990s in particular, Den-
mark developed a highly influential
project designer culture, based mainly on
the ability to link national funding sources
with European programmes(2). There
were many players, including commercial
and technical colleges, labour market
courses, union consultants, and adult edu-
cation associations. Looking back at the
success stories there is no obvious theme
running through all the required content
and quality of the courses which were
held. The debate now mentions lack of
expert advice and the consequences of
this in the form of failure to satisfy the
expectations of course participants. Para-
doxically, the absence of any comprehen-
sive legislation to cover Jobrotation
(which in theory could have set quality
standards etc.) acted as a spur for the
scheme.
Despite the considerable media attention
surrounding the Jobrotation scheme, not
least due to the strong interest shown in
the scheme by the job placement service,
it has not been successful in penetrating
all business sectors. Some sectors, includ-
ing the tourist industry, have hardly been
involved in the scheme at all and small
businesses in general have benefited rela-
tively little from the scheme. The big ben-
eficiaries have been medium-size and
large development-oriented public and
private companies. They had the re-
sources required for the preliminary work,
able to visualise some strategic goals, and
had the requisite clout in dealings with
the authorities empowered to make
grants.
No example of a Danish car mechanic
with five employees who has benefited
from the scheme can be cited.(3)
It can come as no surprise that many pub-
lic companies have simply used Jobrota-
tion as a platform for supplementary train-
ing, especially of employees with a low
level of education within the social and
health care fields. Neglected groups have
received attention and have temporarily
made room for long-term unemployed
people, capable of being trained as tem-
porary workers through short-term
courses and on-the-job training.
This practice presents two problems, both
of which concern the responsibility for
the processes launched. Employees gen-
erally develop a taste for supplementary
training and feel cheated if there is no
follow-up of some kind. Jobrotation is
expected to be a perpetuum mobile, not
a once-in-a-lifetime pleasure. The same
applies to the long-term unemployed.
They are commissioned in bundles, but
each one needs time to adjust to the la-
bour market. They should preferably be
given time enough to allow for the nec-
essary preparation and to bridge the gap
to subsequent ordinary employment. On
this point, it looks as if the attempt to
activate more unemployed people has
been in vain, or it is as if they were acti-
(2) Objectives 2,3,4 of the European
Social Fund etc.
(3) If available, they cannot be found
in the statistics.
“(…) Jobrotation (…) has
not been successful in pen-
etrating all business sec-
tors. Some sectors, includ-
ing the tourist industry,
have hardly been involved
in the scheme at all and
small businesses in general
have benefited relatively lit-
tle from the scheme. The big
beneficiaries have been me-
dium-size and large devel-
opment-oriented public and
private companies.”
“Employees generally de-
velop a taste for supple-
mentary training and feel
cheated if there is no fol-
low-up of some kind.
Jobrotation  is expected to
be a perpetuum mobile, not
a once-in-a-lifetime pleas-
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vated without a corresponding long-term
need for them in the job market. Jobrota-
tion has set some wheels in motion which
have nowhere to go; the personal invest-
ment which is part of a Jobrotation proc-
ess deserves much more attention.
For large and medium-size private com-
panies, the Jobrotation scheme provides
them opportunity to consider their staff
development strategies in relation to per-
formance, in other words ultimately in
relation to production profitability. Expe-
riences from Jobrotation show a clear
preponderance of short-term courses,
typically involving semi-skilled production
workers, a highly vulnerable group in the
Danish context. A minor change in the
organisation of the work is often enough
to make a semi-skilled worker superflu-
ous, or to bring him or her into a difficult
competitive situation with external labour.
Jobrotation is not an offer to be rejected
by an employee, but the scheme has cre-
ated considerable awareness among work-
ers of their replaceability, and hence at
times a sense of inertia on the job caused
by genuine worries for the future. Given
that the 1990s showed an increasing trend
among employers to use Jobrotation as a
platform for recruiting, there was always
the uncertainty among workers of whether
a  Jobrotation project was motivated by
more jobs or by a long-term filtering of
the labour force.
The situation in 2000/2001
With the introduction in stages of the
VoksenEfterUddannelsesreform (Adult
Continuing Education Reform, known as
the VEU), in Autumn 1999, major restric-
tions have been placed on future large-
scale Jobrotation projects(4). Under the
VEU reform, it is no longer possible to
obtain educational leave subsidies for per-
sons enrolled in anything other than “for-
mally qualifying courses”. Put in simple
terms, this means that the vast majority
of projects which used to come under the
Jobrotation scheme can no longer be re-
alised within its framework. The door will
thus be largely closed on the develop-
ment in Denmark of any further experi-
ments with Jobrotation in the near future.
If it is assumed that what might be called
the de facto closure of the Jobrotation
scheme which occurred with the intro-
duction of the VEU reform indicates a
deliberate strategy by the Danish govern-
ment, it is important first to ask why, and
secondly to reflect on the reasons for this
one-sided bias in favour of “formally
qualifying courses”, which were greatly
under-represented in past Jobrotation
projects.
The answer should perhaps be sought in
the fact that Jobrotation has been seen as
more than and different from a mere edu-
cational policy tool. Jobrotation is (per-
haps first and foremost) a short-term eco-
nomic policy tool aimed at ensuring that
the jobless workforce is kept in shape in
periods of recession and widespread un-
employment. Companies taking part in
Jobrotation projects have delivered excel-
lent training opportunities for the unem-
ployed, who have thus been given the
opportunity of throwing themselves into
more meaningful work than that which
the various activation projects have been
able to offer.
The de facto removal of the scope for of-
fering Jobrotation projects coincides, not
unexpectedly, with a marked increase in
the demand for labour in Denmark. This
situation means a radical change in the
importance of the Jobrotation scheme. To
keep unemployed persons activated in
periods of recession is pro-active; to be
dragged along with the small residue left
today is retroactive labour market policy.
Denmark’s unemployed represent popu-
lation groups with problems related to
ethnicity, age, physical exhaustion, gen-
der, education and so on, and the finan-
cial basis for Jobrotation is no longer
politically sustainable.
The next issue concerns the skills which
permanent employees have had the op-
portunity to acquire. As mentioned above,
the vast majority of the courses which
have been offered under the Jobrotation
scheme did not fall within the framework
of approved courses of the formally quali-
fying kind. Jobrotation courses have gen-
erally been specially planned to suit par-
ticipating employers’ training needs, and
not always with equal degrees of success,
according to an evaluation article pre-
pared by the National Institute of Tech-
nology (DTI, 1999) on the basis of expe-
rience gained from projects aimed at a
(4) Provisional computations (cf. AOF
Perspective Oct. 2000) estimate a 60%
reduction in 2000 relative to 1999 and
a 90% reduction relative to 1996.
“(…) the vast majority of
projects which used to
come under the Jobrotation
scheme can no longer be re-
alised within its frame-
work. (…) The de facto re-
moval of the scope for of-
fering Jobrotation projects
coincides, not unexpect-
edly, with a marked in-
crease in the demand for la-
bour in Denmark. (…) Den-
mark’s unemployed repre-
sent population groups
with problems related to
ethnicity, age, physical ex-
haustion, gender, education
and so on, and the financial
basis for Jobrotation is no
longer politically sustain-
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highly limited segment of the Danish
population. According to the article, a
course for permanent employees of less
than eight weeks’ duration generally has
no measurable effect worth mentioning.
It is interesting to note in this context that
the courses in question were assessed on
their effect in improving the qualifications
of the individual course participants, and
that formally qualifying courses may also
be defined as targeted individual learn-
ing. In a debate, the focus of which is the
long-term perspectives of the experiences
learned from the Jobrotation project, it is
important to note, however, that Jobrota-
tion did more than facilitate individual
learning: it also created an opportunity
for collective learning in public and pri-
vate workplaces. Jobrotation projects
were often directed at particular employ-
ers who sent either all their employees
or entire groups of employees to take part.
This made it possible to develop a shared
conceptual framework, for instance in
connection with the introduction of au-
tonomous groups. A fairer picture of
Jobrotation is obtained if the learning tak-
ing place at the organisational level is in-
cluded in the educational policy consid-
erations.
Scepticism?
Anyone sceptical of the Danish experi-
ences and eager to score a point in rela-
tion to industrial policy might argue that
Denmark bases its industry on small and
medium-size businesses, extreme de-
mands regarding flexibility and on a la-
bour market policy which favours a high
level of mobility. Only heads of depart-
ments in the civil service and porters(5)
enjoy guaranteed lifelong employment.
The rest of the labour force has a job until
they find something else or are dismissed,
a strong motivational force in questions
of supplementary training. But when we
look at other European experiments with
Jobrotation, it is clear that they have
mainly been directed precisely at small
and medium-size companies, and thus
precisely at the area where the need for
lifelong learning is most clearly expressed.
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(1) Funding from the European Social
Fund (Objective 4). Programme from
1994-1999.
Introduction
The case study describes a programme
for employees at Maersk Medical Business
Unit Infusion Devices (MM-BUID) in
Osted, Denmark and for replacement
workers from the County of Roskilde Pub-
lic Employment Service. The programme
lasted from October 1997 to March 2000.
It comprised two rotation programmes.
The first from January 1998 to May 1998,
the second from September 1999 to Feb-
ruary 2000. The Jobrotation programmes
formed part of ATTAK1 project 98/AT/
2279: Medstyr 2. The following played a
major role in the design and monitoring
of the programmes:
(a) the management of MM-BUID
(b) the elected shop stewards at MM-BUID
(c) the Union of Female Workers (KAD)
in Roskilde
(d) the Public Employment Service (AF)
in Roskilde
(e) AOF Greve Project and Development
Department
The programmes are financed by the re-
gional labour-market council for the
County of Roskilde, by MM-BUID, through
ATTAK funds and via government refund
schemes. An examination of the project
economics follows below. However, the
background to the programme should first
be outlined.
Background
There have been various training initatives
at Maersk Medical over the last ten years.
The shop steward and management have
Danish experience
of Jobrotation:
a case study
undertaken many different activities in
close cooperation. The shop steward be-
came interested in training and Jobrota-
tion after attending a short course held
by the local branch of the Union of Fe-
male Workers (KAD) which has organised
a number of guidance and training activi-
ties since the end of the 1980s. These
activities, the main purpose of which was
to motivate members for training and
work, were initially directed towards un-
employed members and then also towards
those in employment. The pivotal point
for the various motivation activities was
a training adviser in each county. This
intensive and high-priority effort pro-
duced many positive results, reflected in
increased numbers of unskilled women
in training and/or employment. The KAD
in Roskilde in 1999 accounted for around
70% of rotation funds applied for from
the regional labour-market council. The
KAD contributed unconventional and
creative guidance programmes, training
programmes and various information
meetings for the unemployed.
MM-BUID, where both rotation pro-
grammes discussed in this article took
place, forms part of the MM Group, which
mainly produces single-use articles made
of plastic, in the case of MM-BUID injec-
tion sets for insulin for diabetics.  The
wage costs of production are high. Trans-
ferring production to other countries with
substantially lower levels of pay is a real-
istic future scenario for the company. The
ATTAK project Medstyr 2 and the linked
rotation programmes concluded that jobs
of this type can be kept in Danish hands
only if a break is made with conventional
work organisation and a move made to-
wards the creation of flexible production,
with well-trained and motivated staff.
A development of this kind started at MM-
BUID  in 1991 when co-determination
The article passes on expe-
rience acquired from a case
study. It looks at the proc-
esses involved in its imple-
mentation and important
elements for success. It also
comments on Jobrotation
as a labour-market policy
and training policy tool.
It concludes that Jobrota-
tion is a suitable model for
dealing with structural
change, helping those hard
hit by unemployment and
for meeting specific com-
pany training needs.
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groups were introduced in the company.
The production staff were brought to-
gether in groups based around specific
functions and/or types of product and
were given responsibility for the employ-
ment of colleagues, some quality checks,
and a smaller proportion of the produc-
tion planning, etc. These initiatives ini-
tially formed the background to economic
growth and increased staff satisfaction
with the company. Because of internal
and external circumstances, the positive
trend in relation to staff satisfaction could
not be maintained. The parties behind the
project agreed to implement a programme
aimed at revitalising co-determination.
The aim of the first rotation programme
was exploratory, ascertaining the views
and wishes of all staff on work and coop-
eration at MM-BUID. The second pro-
gramme was more specific – expanding
real co-determination for production staff
at the company. The conditions for
Jobrotation programmes in the County of
Roskilde are described below, followed
by the distribution of work between the
parties in the project. Special circum-
stances in the two Jobrotation pro-
grammes are then emphasised, and finally
the utility of Jobrotation programmes will
be discussed.
Conditions for job
rotation in the County
of Roskilde
There are a number of conditions under-
lying Jobrotation in the County of
Roskilde which must be described. They
relate to approval procedures and crite-
ria, the elements in calculation of project
economics, and distribution of work be-
tween the parties in a rotation programme.
Approval procedure and criteria
Unlike many other counties, where
Jobrotation programmes can be approved
by officials in the council secretariat, the
County of Roskilde Labour Market Coun-
cil (RAR) decided that Jobrotation pro-
grammes are to be approved politically2.
Prior to the RAR’s opinion, the company
and the training institution draw up a firm
proposal for the objectives and pro-
grammes for the Jobrotation projects. Af-
ter a presentation to the rotation steering
group, where the outline is discussed, the
training institution draws up the applica-
tion. The application is sent in draft to
the parties on the rotation steering group,
who make suggestions for amendments
or corrections. Only when all the parties
support the programme is the application
submitted to the RAR.
Parties in the rotation steering group sub-
mit project applications according to a set
of guidelines. Some of these guidelines
are:
(a) that the programme has the support
of the management and shop stewards;
(b) the training part of the programme
satisfies objectives which strengthen the
qualifications of the participants (unem-
ployed or in employment) as employees
in the region;
(c) the programme gives groups particu-
larly hit by unemployment an opportu-
nity for temporary employment;
(d) the opportunities for the unemployed
to find employment, are strengthened;
(e) there is reasonable distribution be-
tween job training and regular employ-
ment;
(f) there is a reasonable relationship be-
tween public financing and co-financing
by employers.
Finance is often of decisive significance
and merits further consideration.
Finance
Rotation programmes draw on various
funds: state, regional and employer-paid
co-financing3. These funds together fi-
nance payments to training institutions,
full pay to permanent employees during
the course programme and full pay to un-
employed persons who replace perma-
nent employees. The interrelationship is
as follows:
The RAR grants funds for the preparatory
work, holding of course programmes,
training leave for the replacements’ first
phase and job-training subsidies for the
replacements’ second phase.
(2) For the composition of the RAR,
see: www.af.dk/Region/Roskilde/in-
formation/kontoroplysninger/arbejds
markedsraad.htm
(3) In the programmes with which this
paper is concerned, indirect EU fi-
nancing was received for project plan-
ning and coordination via ATTAK
funds.
Prior to the Labour Market
Council’s opinion, “(…) the
company and the training
institution draw up a firm
proposal for the objectives
and programmes for the
Jobrotation projects. (…)
Only when all the parties
support the programme is
the application submitted
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The employees are granted VUS (Adult
Education Support) or training leave.
The companies co-finance by supplement-
ing the employees’ VUS/training leave up
to full pay during the training period and
ensuring employment for the replacement
on normal terms (without any subsidy)
during part of the period of employment
(the replacements’ third phase).
During the period of private job training,
the unemployed person receives agreed
pay but no daily allowances. Conse-
quently the trade union has an interest in
making the job training as short as possi-
ble while the company has the opposite
interest. This difference in interest was
not important in this project as MM-BUID
provided generous co-financing.
In other projects where the company does
not have large financial reserves or in the
future when the financial incentive to start
a rotation programme will be limited, the
question of the distribution between sub-
sidised work (job training) and regular
work is of key importance.
Cooperation between
parties to project
It is essential for the success of a rotation
project that the framework of the project
is clear and roles well defined. In
Roskilde, the regional labour market
council, controlled by the partners, po-
litically approves each project. A steering
group is set up to provide the leadership
of the project.
Many different models have been drawn
up for a steering group for rotation
projects, and much experience gained.
The issues below were drawn up by the
Workers Education Organisation (AOF)
Project and Development Department in
cooperation with the KAD. They summa-
rise many years of experience in this field.
Rotation projects and distribution of
responsibility
Steering group
The steering group is to be regarded as
the managing board of the project, repre-
senting the parties involved. The steering
group defines the overall objectives and
criteria for success of the rotation pro-
gramme. The steering group is concerned
with matters such as target groups, work-
ing-life relationships, pedagogics, compo-
sition of the teaching, organisation of the
project and choice of cooperating parties.
The steering group always consists of rep-
resentatives of the company/companies
(A and B sides), trade union(s), the pub-
lic employment service and training
institution(s). The steering group can
choose to involve other parties. The ba-
sic assumption is that the training institu-
tion leading the project is the main con-
tractor.
Meetings of the steering group are held
as and when required – generally at in-
tervals of one to three months.
Tasks and responsibilities of the main
contractor/AOF Greve P&D
The main contractor/AOF Greve Project
and Development Department (P&D) is
responsible for secretarial functions of the
steering group and the daily management
of all phases of the project (preparation,
execution and follow-up). P&D is respon-
sible for objectives of the programme
being pursued and – in cases of devia-
tions/problems – for relevant information
flowing in good time to the partners in or
outside the steering group (RAR, other
providers of subsidies, employer repre-
sentatives, etc., depending on the indi-
vidual project).
P&D’s tasks and responsibilities itemised
as follows: include the secretariat, calling
meetings, proposing, chairing and keep-
ing minutes.
In the preparation phase P&D would
draw up a collective project description
for submission to the steering group. This
means agreements on content, target
groups, finance, etc. with the parties in-
volved, including any subcontractors. It
would draw up the necessary and agreed
applications for financial assistance, work,
organisation, time and finance plans for
the project. It would prepare the infor-
mation for the project’s target groups and
assisting the public employment service
and the company/companies at informa-
tion meetings. It would also arrange train-
“During the period of pri-
vate job training, the unem-
ployed person receives
agreed pay but no daily al-
lowances. Consequently the
trade union has an interest
in making the job training
as short as possible while
the company has the oppo-
site interest.”
(…) “the question of the
distribution between subsi-
dised work (job training)
and regular work is of key
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ing programmes in accordance with the
programme objectives and on the basis
of educational methods which satisfy the
training needs of the target group(s).
During the implementation phase P&D
would
(a) assist the company/companies with
administration to obtain refunds in the
project;
(b) ensure quality of instruction and
project management. This means among
other things employing technically quali-
fied project manager(s) and instructor(s)
and coordinating with any subcontractors;
(c) provide status reports on the project,
including evaluation. During the prior
training of replacements, drawing up a sta-
tus report to the steering group; meetings,
presenting an account of absences and
dropouts among the replacements; and
(d) ensure regular – agreed – contact be-
tween training and working life.
In the follow-up phase P&D would
(a) evaluate the project – where appro-
priate in cooperation with an external
evaluator. The evaluation takes place in
relation to objectives and criteria for the
success of the programme;
(b) submit proposals for follow-up and
continuation of the project in relation to
the workplace(s) involved. This is to be
done in good time, so that continuous
training and development work can be
ensured to the benefit of both the em-
ployees and the workplace as a whole.
Tasks and responsibilities of trade
union(s) in the steering group
This comprise:
(a) designating a contact from a union
branch and a contact from the unemploy-
ment insurance fund for the individual
projects. Both contacts take part in rota-
tion steering group meetings in the pre-
paratory phase – and afterwards as nec-
essary;
(b) responsibility for a systematic and
thorough search for potential replace-
ments among unemployed members;
(c) attending information meetings for the
unemployed and for permanent employ-
ees;
(d) gathering relevant information (hourly
pay, supplements, hours of work, etc.) of
significance to unemployed and perma-
nently employed members;
(e) responsibility for passing on informa-
tion on possible consequences the pro-
gramme might have for the members (new
calculation of daily allowances, bonus
schemes, night and evening supplements,
etc.).
Tasks and responsibilities of the com-
pany/companies
These comprise:
(a) putting forward short-term and long-
term objectives and criteria for the suc-
cess of the programme in the steering
group;
(b) establishing qualification profile(s) for
replacements in cooperation with employ-
ees from the personnel group(s) the re-
placement group(s) is/are to form part of;
(c) bringing in shop stewards and other
representatives of personnel groups di-
rectly affected by the programme;
(d) ensuring relevant and timely informa-
tion to all personnel groups and shop
stewards directly or indirectly affected by
the programme;
(e) ensuring a firm basis among manage-
ment so that the project is backed by the
senior management of the company.
Tasks and responsibilities of the pub-
lic employment service (AF)
These comprise:
(a) assisting the company in setting up a
qualifications profile for replacements;
(b) establishing cooperation with relevant
unemployment insurance funds (munici-
palities, etc.) in searching for replacements;
(c) calling information meetings and fi-
nancing expenditure in connection with
these meetings;VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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(d) announcing the programme in relevant
media;
(e) searching for replacements – at start
of the programme and in the event of
dropouts.
As can be seen from the above, the train-
ing institution plays the key role in con-
nection with the handling of Jobrotation
projects. However, the description of the
role of the trade union is misleading if
the overall lifecycle of the Jobrotation
project from the very beginning to its fi-
nal conclusion is looked at. The key role
of the trade union is prior to the more
formal initiatives in connection with the
establishment of Jobrotation programmes.
Establishment of the first
Jobrotation programme
Why Jobrotation?
The Jobrotation programmes in this case
study were carried out as part of a larger
ATTAK project. Although not necessarily
the case beforehand Jobrotation, there
were three reasons in particular from the
company’s point of view which made
Jobrotation obvious. Firstly MM-BUID
could not allow the programme to lead
to a substantial decrease in production.
The company needed to employ labour
to fill the vacuum left by the production
staff on courses. Secondly, the company
could obtain financial grants (financing
of purchase of training and job training
grants) by holding the continuing train-
ing as a Jobrotation programme. Thirdly,
the company was growing and looked fa-
vourably on the possibility of being able
to give permanent employment to the re-
placements at the end of the rotation
project. In this way the company could
make sure of the possibility of taking on
workers who had part of their upskilling
financed by grants.
The advantages of the other parts of the
project were also evident. In addition to
having the skills of existing and future
members upgraded, the KAD had a com-
mon interest with the public employment
service in giving some of the ‘weak’
groups of unemployed people an oppor-
tunity to gain a foothold on the labour
market. The public employment service
had an additional interest in attaining the
target figures for private job training while
the AOF gained the holding of an extra
training programme – training of the un-
employed.
Objectives
There were fundamentally two objectives
for the programme – one for the com-
pany and another for the unemployed.
In accordance with the ATTAK pro-
gramme, the aim was to obtain a supply
of staff for future work and cooperation
at MM-BUID, to start up a process which
would signify changed organisation of
work with greater and new forms of co-
determination.
In accordance with the aims of the RAR,
the programme was to ensure to the great-
est possible extent that the replacements
were kept in the labour market.
Motivation
The Jobrotation programmes described
here are predominantly targeted at peo-
ple whose educational background only
contains seven to nine years of school-
ing. In most cases, this target group does
not wish to take part in continuing train-
ing. Some just want a job which does not
demand too much thinking, while others
are afraid that replacements will be bet-
ter qualified, so that the company will
prefer them. Many people also feel they
are too old to learn anything new. But
the main reason in many cases can be
traced back to adverse experience from
when they were at school. To achieve the
desired result from a continuing training
effort, it is important to tackle the resist-
ance to the course programme beforehand
and motivate people to take part in con-
tinuing training.
It is in principle a management task to
motivate staff to take part in a programme
which, in their judgement, is in the best
interests of the company. But the trade
union and training institution can support
the management in fulfilling this task to
a great extent. The trade union movement
considers its task to counteract resistance
so that weaker groups also become part
of the overall training plan.
“There were fundamentally
two objectives (…) one (…)
to obtain a supply of staff
for future work and coop-
eration at MM-BUID, [and]
to ensure to the greatest
possible extent that the re-
placements were kept in the
labour market.”
“It is in principle a manage-
ment task to motivate staff
to take part in a pro-
gramme which, in their
judgement, is in the best in-
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In addition to information meetings this
and other programmes, used a work
placement as part of the effort to moti-
vate staff. The teachers/consultants who
during the course programme contact
those on the course, take part for one to
two working days as production trainees.
In addition to obtain a deeper insight into
the company culture, the teacher is given
opportunity to talk about how the train-
ing programme is planned, what experi-
ence the teacher has from equivalent pro-
grammes and what the teacher imagines
staff can gain from the programme. An-
other benefit is that the teacher can show
a human face. By entering a context (the
work placement) where the teacher is a
novice, who has to bow to the knowl-
edge and experience of the staff, the op-
portunity is given to production staff to
build up different expectations of spend-
ing time together in the teaching room
than when at school. It must be empha-
sised that the experience of motivating
through practical work placements is par-
ticularly favourable. If there is a problem,
it is that the practical work placement can
create or reinforce ‘merging’ between
company and teachers/consultants. This
may make it more difficult to maintain an
analytical distance from the programme
and company (a familiar problem de-
scribed in more detail in methodological
investigations of the action research).
While work placements are a well-known
tool for motivating staff, a special effort
was made in this programme. All staff,
production staff, white-collar staff, techni-
cal staff and management, at MM-BUID
attended a course – this was a broader tar-
get group than could be reached through
tried-and-trusted methods. Support groups
were set up for groups of personnel, such
as production staff, technical staff and
white-collar staff. Proposals for course aims
and content were discussed in the groups.
The groups were responsible for broad-
ening knowledge on the course pro-
gramme among their particular environ-
ments. It was intended through this effort
firstly to meet the training needs of the
target group as precisely as possible and
secondly to foster ownership of the course
activity among groups of personnel.
A last positive aspect of the motivation
effort was based on the snowball effect
the reputation of a good course pro-
gramme creates. With the assistance of
management and staff representatives,
success was achieved in putting together
the first team (out of a total of eight) of
people whose only opposition to the pro-
gramme was healthy scepticism. When
they were able to return to the company
after a one-week course and report posi-
tively on the course programme, motiva-
tion clearly rose among the staff.
The motivation effort described above is
for the employees of MM-BUID. The mo-
tivation effort relating to the replacements
was less complex – perhaps because un-
employed people do not make the same
demands on what activities they are enti-
tled and have a duty to take part in. Mo-
tivation was encouraged at three infor-
mation meetings (40 to 50 people per
meeting) which the public employment
service called and chaired. Also present
were representatives of the company (pro-
duction manager and shop steward for
KAD members), the KAD unemployment
insurance fund and the training institu-
tion. It was apparent from subsequent
comments by replacements that the good
opportunity for employment offered by
the programme was the major motivating
factor.
Implementation
It would take too long to examine the
course programme for employees in this
article. The aims and content were too
specific to the company to be generally
applicable4. However, the situation is dif-
ferent for the replacements.
The course programme for replacements
consisted of six consecutive weeks un-
der the heading of Trends in working life
from the 50s to today. This approach was
chosen to deepen the understanding of
the participants of the speed of change
in working life and the forces driving this
development.
The teaching was based on three blocks.
The first, concerned labour-market con-
ditions and organisation of work from a
point of view close to the company – for
example labour-market conditions at re-
gional, national and international levels.
In relation to the region, a representative
from the public employment service
talked about the job situation in Roskilde.
(4) Readers with an interest in con-
tent and methodological considera-
tions and results in connection with
the Jobrotation programme are asked
to refer to the evaluation report for
Medstyr 2, which can be requested
from the authors of this paper.
“The trade union movement
considers its task to coun-
teract resistance so that
weaker groups also become
part of the overall training
plan.”
“In addition to information
meetings this and other
programmes, used a work
placement as part of the
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At the national level, a representative of
the KAD spoke about how the labour
market is developing and how the KAD
is responding. At the international level,
a television broadcast on Denmark’s po-
sition in the international labour market
was taken as a starting-point. The empha-
sis was on questions such as: what quali-
fications are in demand? What require-
ments need to be met for labour to re-
main competitive in Denmark?
The examination of labour-market condi-
tions was based on the dominant flows
in relation to organisational development
of companies in Denmark (presentations
by the trade-union movement on stimu-
lating work in comparison with a more
employer-oriented proposal: the learning
organisation).
In the second block, comprised a project-
oriented work on a topic they chose: Con-
ditions as an Unemployed Person in 1998.
The replacements presented their work
in the form of a play for representatives
of MM-BUID, the public employment serv-
ice and the unemployment insurance
fund.
The third block focused on cooperation
and communication. The teaching com-
bined presentations on group psychologi-
cal processes, forms of communication
and conflict-solving tools with practical
cooperation exercises.
Changes from first
to second Jobrotation
programmes
Procedurally, the establishment of the
second rotation programme took place ac-
cording to the same guidelines as the first.
However, some circumstances changed,
namely the recruitment procedure for re-
placements.
Recruitment of replacements
There had been a substantial drop in un-
employment in Roskilde since the first
Jobrotation programme. At the same time,
it had been emphasised by the labour mar-
ket authority that very few departures
were accepted from the rule that replace-
ments should be recruited from the group
of unemployed people in the reactivation
period. These two factors, taken together
with generally tighter rules for reactiva-
tion, meant that the number of unem-
ployed people who could be recruited as
replacements was significantly lower than
for the first programme. AOF Greve found,
in connection with another Jobrotation
project, that the situation was so critical
that it had to be cancelled.
Faced with this situation, the parties re-
alised that it was necessary to apply more
resources to recruit replacements. The
public employment service extended the
search to other counties, and called more,
smaller information meetings (maximum
25 people). The written material ahead
of the information meetings was drawn
up to be substantially clearer, in terms
of both text and layout. The KAD’s un-
employment insurance fund sent out the
information material together with re-
quests for payment of membership dues
to unemployed members. MM-BUID ap-
pointed a group consisting of the pro-
duction manager, the shop steward, an
employee who had been on the previ-
ous rotation programme and a perma-
nent employee with a Lebanese back-
ground to attend the information meet-
ings. The intention was to present a
broad picture of the company to poten-
tial replacements as possible.
At the information meetings the public
employment service talked about the
rights and duties of the unemployed, the
training institution spoke about the ele-
ments in the Jobrotation programme (pre-
vious training, training practice, job train-
ing and ordinary employment) and MM-
BUID presented the company. The con-
tribution of the employee who had taken
part in the previous programme as a re-
placement aroused particular interest.
After the information meeting, unemployed
people indicated whether they were inter-
ested in taking part in the Jobrotation pro-
gramme as replacements. Those willing to
do so were interviewed by a committee of
production staff who assessed whether
they should be called for an interview at
the company. Despite the extensive and,
in the view of the parties involved, suc-
cessful effort, only 17 of the 18 places for
replacements were filled.
“The course programme for
replacements consisted of
six consecutive weeks (…)
The teaching was based on
three blocks. The first, con-
cerned labour-market con-
ditions and organisation of
work from a point of view
close to the company (…).
In the second block, com-
prised a project-oriented
work on a topic they chose
(…) The third block fo-
cused on cooperation and
communication.”VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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Final considerations
What qualifications/skills have the
staff attained?
The idea underpinning the Medstyr 2
project was to bring the company and
course closer together, so that the play-
ers in these two worlds have common
responsibility for what takes place in the
overall qualification programme. The
teachers have been involved in the com-
pany, they have been on a work place-
ment and brought together the project
groups which led to the second course
programme. The company’s own staff
have been teachers on the course pro-
grammes with educational support.
In the second course programme, particu-
lar success was achieved in establishing
teaching processes which promote a
smooth transition between work, course
and work again. This confirmed the the-
sis that the yield from the course pro-
grammes is substantially increased when
the establishment of such teaching proc-
esses is successful.
An analysis of the effect of this rotation
programme was made. The conditions
were not optimum because in view of the
delivery deadline for evaluation of the
project, it had to be carried out very close
to the end of the courses. Nevertheless it
can be seen that the course was found to
be fully in line with the company-oriented
arrangement of form and content and that
the smooth transition was a success.
Cooperation was particularly crucial. Par-
ticipants have been, to a great extent, con-
cerned with learning and understanding
what creates problems and how these are
solved. It is clear that the course provided
opportunities for some collective reflec-
tions among the production staff, and to
a lesser, but not modest, extent for per-
sonal thoughts on the future in the com-
pany.
One in four course participants see a posi-
tive difference in cooperation and dia-
logue with other groups in the company.
A substantial proportion believe it has be-
come markedly better. The higher level
of information is reflected in the replies
to the question on the development proc-
ess. No less than 87% have acquired bet-
ter knowledge. The desire to keep one-
self informed has increased considerably,
and it is notable that satisfaction at work
is now acknowledged to be related to
whether one is involved in product de-
velopment or not (65%). The commitment
of production staff goes so far that around
half could imagine making a further con-
tribution to the quality of production. In
other words, there is potential here which
the courses have assisted in nurturing.
The main responsibility of the teachers is
what takes place in the course room and
for the management of the company what
takes place in the company. That makes
some demands on both parties for in-
volvement and prioritisation of time. Time
will show whether the responsibility of
staff themselves for learning will take sec-
ond place to their own requirements and
the requirements of management for in-
creased productivity, resulting in the new
skills, better knowledge of the company,
(better understanding of cooperation
problems, greater desire to talk about
changes and improvements in production)
being forgotten or put aside.
Can Jobrotation programmes create
special training provision
Looked at from the point of view of con-
tent and pedagogy/methods, Jobrotation
projects may have many aspects. The
projects may have one content or another,
apply different pedagogical principles of
learning and extend over a shorter or
longer period of time. Jobrotation projects
cannot find a common denominator other
than the framework offered by the model.
It is therefore appropriate to focus on this
framework and ask questions. Do Jobrota-
tion projects provide an opportunity for
continuing training programmes which
cannot be dealt with by other continuing
training provision?
From the side of those who have put these
projects into practice, the answer is a cau-
tious yes. Cautious because it is always
possible to claim that the training provi-
sion would be implemented without the
financial and organisational backing the
Jobrotation model offers. However, we
are convinced that the majority of the
many rotation programmes for which we
have been main contractors could not
“The idea underpinning the
Medstyr 2 project was to
bring the company and
course closer together, (…)
The teachers have been in-
volved in the company, they
have been on a work place-
ment and brought together
the project groups which
led to the second course
programme. The company’s
own staff have been teach-
ers on the course pro-
grammes with educational
support.”
“Looked at from the point
of view of content and
pedagogy/methods, Jobro-
tation projects may have
many aspects. (…) Jobro-
tation projects cannot find
a common denominator
other than the framework
offered by the model.”VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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have been carried out if the company or
companies involved had not received sub-
stantial assistance with financing. In this
connection it is essential to remember that
the groups at which our programmes have
been aimed for the most part consisted
of unskilled women. The target group is
almost by definition threatened by
marginalisation from the labour market,
and paradoxically very small amounts of
training money have been devoted to the
group. There are three arguments for the
Jobrotation model as a framework for
continuing training programmes.
Jobrotation programmes are particularly
well suited as a tool (one of several) to
implement organisational changes at
workplaces. Changes towards a flat struc-
ture in the company and increased au-
tonomy for production staff are well
served with a training supplement. It is
not enough for a few to receive the rel-
evant continuing training – all staff have
to find ‘new legs to stand on’ and are
confronted with the responses to change.
The  Jobrotation model provides an op-
portunity for the provision of continuing
training not to be reserved for the few
but offered to all staff.
Tackled correctly and with the necessary
backing from employers, Jobrotation
projects can offer people hit hard by un-
employment a route back to the labour
market. In the rotation programmes dis-
cussed above, the replacements were in-
volved in the course programme for the
permanent employees. During the course
programmes, the replacements were pre-
ferred because, as new arrivals, they were
constantly surprised by the ‘that’s how
we’ve always done it’ views which char-
acterise every company culture. Being
new and inexperienced, which in many
contexts is seen as a drawback, was clari-
fied as an unappreciated resource. All the
replacements who took part in the rota-
tion programmes were offered permanent
employment, and by far the majority are
working in the company today.
The model for Jobrotation aims at satis-
fying specific training needs and conse-
quently providing flexible training solu-
tions. The programmes described above
illustrate this. It is difficult to see the train-
ing courses forced into the templates of
planned courses of employment training
(AMU) or technical schools. In times when
companies regard flexibility as a major
competitive parameter, it is reasonable
that the same demands are made for the
performance of training institutions.
Jobrotation provides an opportunity to
meet specific training needs.
“There are three arguments
for the Jobrotation model
as a framework for con-
tinuing training pro-
grammes.”
“Jobrotation programmes
are particularly well suited
as a tool (…) to implement
organisational changes at
workplaces.”
(…) “Jobrotation projects
can offer people hit hard by
unemployment a route back
to the labour market.”
(…) “Jobrotation aims at
satisfying specific training
needs and consequently
providing flexible training
solutions.”VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
Cedefop
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Introduction
It was clear even before reunification that
in Germany unemployment is more than
just a temporary problem caused by eco-
nomic factors. Processes of structural ad-
aptation associated with extensive job cuts
appear to have become an unavoidable
part of global competition.
Enterprises’ requirements for more flex-
ible forms of working and greater worker
mobility are increasingly accepted by so-
ciety as being the necessary “price” of suc-
cessful participation in global competition.
All the concepts currently found in labour
market policy involving active support for
the labour market and (re)activation of
the unemployed are based on the assump-
tion that paid employment has a future.
However, the personnel policy adopted
by many enterprises particularly affected
by global competition and large-scale
mergers shows clearly that it is less pos-
sible than ever to take for granted that
potential workers have access to and can
remain in paid employment. As a result
of this the status of employment vis-à-vis
participation of the individual in society
and societal consensus is tending to rise.
An analysis of labour market statistics
makes it clear that the unemployment rate
can be reduced only by tackling long-term
unemployment.
In the past few years politicians have rec-
ognised that the Jobrotation concept, ini-
tially developed in Denmark and de-
scribed below, offers a structure for la-
bour market transitions that is a flexible
combination of effects in terms of labour
market, working time and vocational train-
ing policies. The European Commission
too has underlined in its employment
guidelines that Jobrotation is an interna-
tionally recognised model of best prac-
tice, which can be used to improve both
the employability of workers and the
(re)integration of unemployed people.
Jobrotation is characterised by the flex-
ibility of the tools involved. From the
outset, its Danish “inventors” fought
against describing it as a “model” for
employment or skills training policy. In-
stead, the approach involves a creative
combination of skills training, job crea-
tion and financing options, which can be
used to achieve a fair balance between
the rafts of objectives of enterprises, em-
ployees and job seekers relating specifi-
cally to the labour market and skills train-
ing, provided that the appropriate struc-
tural framework conditions are created.
Jobrotation and active
labour market policy
in Denmark
In the past few years, 1.3% of the work-
ing population and 3% of unemployed
people have been covered by Jobrotation
programmes in Denmark. Hence these
programmes are relatively important in the
context of active labour market policy.
Jobrotation as a new
concept combining
learning and work
German and Danish
experience
John Houman
Sørensen,
Associate Research
Professor, Aalborg
University, Denmark.
Jobrotation is characterised
by the flexibility of the tools
involved. From the outset,
its Danish “inventors”
fought against describing it
as a “model” for employ-
ment or skills training
policy. Instead, the ap-
proach involves a creative
combination of skills train-
ing, job creation and fi-
nancing options, which can
be used to achieve a fair
balance between the rafts of
objectives of enterprises,
employees and job seekers
relating specifically to the
labour market and skills
training, provided that the
appropriate structural
framework conditions are
created.VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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The significance of Jobrotation in reduc-
ing unemployment in Denmark from 12%
(300,000 people) in 1993 to under 6% in
1999, should not be overestimated. Nev-
ertheless, it certainly played a part in re-
ducing the level of unemployment, given
that over 60% of unemployed persons
who participated in programmes as re-
placement workers subsequently entered
permanent employment.
The part played by Jobrotation in growth
in employment in Denmark must be seen
above all as having been of historic sig-
nificance. At the end of the 1980s, unem-
ployment was high and increases inevita-
ble. Many new initiatives flourished in this
situation. The question was: when unem-
ployment is so persistent, why should
recipients of unemployment benefit re-
main permanently available for work yet
inactive, as they can be offered only very
few possibilities of work?
As an alternative, it would be better for
unemployed people to participate in full-
time vocational training programmes.
However in Denmark, politicians aimed
to improve the skills of the entire work-
ing population, to meet challenges posed
by new information communications tech-
nologies and growing international com-
petition. Consequently, increasing em-
ployee participation in continuing voca-
tional training programmes was also put
on the agenda. Financing tools were also
created for employees, enabling them to
participate in training programmes and
take “training leave”.
This trend was supported by collective
agreements. In the early 1990s, in some
European countries several large trade
unions reached agreements that made it
possible for employees to be given one
or two weeks off a year for vocational
training purposes. The social partners also
recommended training committees be set
up at enterprise level, to promote plan-
ning of training.
The developments described and, in par-
ticular, the combination of statutory and
collectively agreed rules for the benefit
of employees and the unemployed con-
stituted the starting point for the Jobrota-
tion model, which did not become an
officially recognised until 1994.
The basic Jobrotation
model
The idea underlying Jobrotation combines
continuing vocational training for employ-
ees with work experience for unemployed
people, through a job that temporarily
becomes available while the employee
takes part in continuing training. The dia-
Table 1
Jobrotation: the principle
Source: Jobrotation in Deutschland. Eine bundesweite Auswertung. ADAPT Publication. Bonn/Berlin January 2000
Employees:
Corporate 
objectives
Unemployed 
persons:
Skills training
planning
Skills training/
finding of positions 
and selection
Participation in
skills training
programmes
Work in enterprises 
as “replacements”
Application in 
the workplace,
improvement of 
career prospects 
Continuing employment
or
improved job prospects 
as a result of the practical 
experience acquired
(…) “over 60% of unem-
ployed persons who par-
ticipated in programmes as
replacement workers sub-
sequently entered perma-
nent employment.”VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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gram below illustrates this basic princi-
ple (see table 1).
Table 1
The persuasive aspects of this principle are
its ability to adapt to varied conditions. It
provides opportunity to combine, at least
partially, employment, labour market, con-
tinuing training and corporate objectives
that are initially very heterogeneous and,
in some cases, even contradictory.
The list below is an example of poten-
tially harmonised objectives when
Jobrotation is used:
Benefits for enterprises:
(a) employees acquire skills and become
more motivated;
(b) very little, or no, production is lost
while employees are being trained;
(c) employee turnover and sick leave are
reduced;
(d) productivity increases, and quality and
competitiveness improve;
(e) employment of a replacement worker
removes the need for expensive and time-
consuming employee selection proce-
dures and familiarisation processes.
Benefits for employees:
(a) employees improve their status on the
labour market by means of continuing
training;
(b) they become more flexible and adapt-
able and enjoy their work more;
(c) job satisfaction increases.
Benefits for unemployed replacement
workers:
(a) unemployed people acquire additional
skills;
(b) they obtain vocational experience and
can build up contacts;
(c) they have a break from unemploy-
ment;
(d) their prospects of labour market
(re)integration improve.
Experience in Denmark has shown that
these heterogeneous objectives cannot al-
ways be successfully combined.1 Major
differences were found in the organisation
and the aims, motives and expectations of
participants. It was important for enter-
prises to be in close contact with training
institutions, the public employment serv-
ice and trade unions in the region. The
project was twice as successful in public
enterprises as in the private sector and was
particularly successful in medium-sized
enterprises (100-200 employees). It was
also particularly successful when enter-
prises developed their own initiative and
had a specific continuing training strategy.
The optimum ratio of employees given
leave of absence to replacements was 1 to
4, particularly when previous skills train-
ing and lengthy familiarisation preceded
the replacement period.
Opportunities for replace-
ment workers
Jobrotation makes it possible to tackle ob-
jectives both in skills training for employ-
ees and (re)integration of the unem-
ployed, two fields which are normally
separate in other countries.
For replacement workers, the programme
gives them a break from unemployment,
acquire vocational experience and chance
to build up contacts. They acquire addi-
tional skills, while preparing for working
as replacements. Experience in Denmark
and Germany has shown that this signifi-
cantly improves their prospects of
(re)integration into the labour market.
(Re)integration takes two forms. Either the
replacement worker is offered further
employment after the employee returns,
or their job prospects improve as a result
of the experience acquired during the re-
placement period. Information on the
position of replacement workers can be
found in the first national evaluation re-
port on Jobrotation.2
Three aspects of the experience acquired
to date are of importance in assessing the
effectiveness of Jobrotation.
Jobrotation is not a universal panacea for
mass unemployment. Owing to the meas-
“The persuasive aspects of
(Jobrotation) are its ability
to adapt to varied condi-
tions. It provides opportu-
nity to combine, at least
partially, employment, la-
bour market, continuing
training and corporate ob-
jectives that are initially
very heterogeneous and, in
some cases, even contradic-
tory.”
“Experience in Denmark
has shown that these het-
erogeneous objectives can-
not always be successfully
combined.”
“The project was twice as
successful in public enter-
prises as in the private sec-
tor and was particularly
successful in medium-sized
enterprises (100-200 em-
ployees).”
(1) Cf. an evaluation of 26 Danish
Jobrotation projects by the DTI (Dan-
ish Technological Institute) in March
1999
(2) National ADAPT support office in
the Federal Institute for Employment
(publ.). Jobrotation in Deutschland –
Eine bundesweite Auswertung, Bonn/
Berlin 2000.VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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ure’s complexity, its success is far more
dependent than other tools on precise
matching of its design to the expectations
of all involved (enterprises, employees
needing training, replacement workers,
training and labour market institutions).
The higher the (unexploited) potential of
unemployed participants for acquiring
skills, the more effective Jobrotation is.
Only then can they replace employees in
key positions. Otherwise, replacement
workers can only be used at the end of a
chain of processes within the enterprise,
making skills training less effective.
A fundamental aspect of Jobrotation is
recognition that the measures should al-
ways contain an element of skills train-
ing for the replacement workers. They
should be able to obtain a recognised
certificate on completing their skills train-
ing and replacement period. This involves
a challenge for training institutions to
structure their skills training provision in
such a way that the tasks taken on in the
replacement period are included in the
overall programme as learning processes.
This way the overall result achieved is of
practical relevance and can be applied in
future employment.
Jobrotation in Germany
The first Jobrotation project was launched
in Berlin in 1996 in the framework of the
European Community’s ADAPT initiative
and was instigated by SPI ServiceGesell-
schaft. The aim was to offer continuing
training to employees of small and me-
dium-sized enterprises. Often they find it
almost impossible to take part in longer-
term continuing training, six months or
more, for company reasons. In the first
scheme, some 120 employees received
continuing training. The same number of
unemployed people received skills train-
ing in a vocational training programme
and were used as replacement workers.
Once the first project in Berlin was com-
pleted, Jobrotation expanded consider-
ably in Germany.3 There are currently 25
projects in Germany. All the German
Länder are either involved in or planning
Jobrotation projects. The duration of
projects ranges from six to 39 months.
A total of 740 SMEs are participating in
the current projects, with 2,032 employ-
ees having been given leave of absence
for continuing training purposes and 968
replacement workers having been em-
ployed in the enterprises.
The average duration of skills training for
the employees given leave was 6.7 weeks.
Of the training content, 57% was special-
ised and 43% was inter-disciplinary. Re-
placement workers received an average
of 14.3 weeks of skills training and sub-
sequently worked in the enterprises for
an average of 10.8 weeks.
A key problem in implementing Jobrota-
tion is financing. The framework condi-
tions are more difficult in Germany than
Denmark or other Scandinavian countries.
Five financing issues have to be clarified,
through complicated systems of compos-
ite financing. These are the financing of
the:
(a) project management;
(b) continuing training for employees
given leave of absence;
(c) employees’ wages and salaries in the
course of the programme;
(d) preparatory skills training for replace-
ment workers; and
(e) replacement workers’ subsistence.
In the German model projects, some 69%
of project management funding came from
the European Social Fund (ESF). Funds
were also provided by the Länder and the
organisations implementing the projects.
Around 80% of the funding of continuing
training of employees also came from the
ESF. In 20% of the projects, the enterprises
participating were solely responsible for
continuing training costs.
In all cases, the wages and salaries of
employees given leave of absence con-
tinued to be paid by their employers.
Funds based on the Social Security Code
(SGB III) predominated as regards financ-
ing the cost of skills training and subsist-
ence for replacement workers. Depend-
ing on the requirements and nature of the
individual scheme, unemployment ben-
efit, unemployment relief or maintenance
allowance was paid. To a limited extent
(some 10 to 15% in each case), European
funding and funding under the heading
(3) The information that follows is
based on the evaltuation report cited
in endnote 1
“The higher the (unexploi-
ted) potential of unem-
ployed participants for ac-
quiring skills, the more ef-
fective Jobrotation is. Only
then can they replace em-
ployees in key positions.”
“A key problem in imple-
menting Jobrotation is fi-
nancing. The framework
conditions are more diffi-
cult in Germany than Den-
mark or other Scandina-
vian countries.”VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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of the Bundessozialhilfegesetz (Federal
Public Assistance Act) was added.
The complexity of financing makes it clear
that, once the European subsidies stop,
Jobrotation can only survive if the neces-
sary preconditions (laws and regulations)
are put in place at national level.
The future of Jobrotation
in Denmark (problems
and prospects)
The value of Jobrotation as a tool for com-
bating unemployment essentially depends
on the economic situation of the enter-
prises concerned and their personnel
policy. The question is whether an enter-
prise is interested in integrating unem-
ployed people or only in continuing train-
ing for its own workforce. If the latter is
the case, replacement workers are only
appointed to replace employees taking
part in continuing training. Both strate-
gies have been encountered in Danish en-
terprises in the past. The ratio of replace-
ment workers to employees indicates the
corporate strategy prevailing. The higher
the number of replacement workers in re-
lation to employees given leave of ab-
sence, the more the objective of training
its own workforce predominates from the
enterprise’s point of view. In Denmark,
until the mid-1990s the ratio was one re-
placement worker to two employees, but
in the late 1990s the ratio increased to
one replacement worker to four employ-
ees.
The tendency for the ratio to increase in
Denmark conceals a change in the priori-
ties of the enterprises involved in using
Jobrotation. They are less concerned
about increasing the skills of their un-
skilled employees, and instead tend to
focus on relatively short-term programmes
imparting enterprise-specific and inter-dis-
ciplinary skills to a large number of em-
ployees.
However, this does not explain the cur-
rent trend in Jobrotation schemes in Den-
mark.
The decreasing interest in using Jobrota-
tion can also be interpreted as resulting
from the good employment situation in
Denmark. There is now talk of “bottle-
neck” problems and complaints of a gen-
eral lack of good, permanently employ-
able workers.
With regard to the Jobrotation model,
employers have begun to complain em-
ployment offices are unable to provide
unemployed people sufficiently skilled
and motivated to serve as replacement
workers. At the same time, the current
labour market situation makes it particu-
larly difficult for enterprises to find skilled
workers. Consequently, their first prior-
ity is generally to improve the skills of
their whole workforce.
In implementing this strategy, enterprises
can continue to make good use of
Jobrotation, but of variants in which five
times as many employees as unemployed
persons are involved in the scheme. How-
ever, the employment situation must not
be so “good” that skilled replacement
workers can no longer be obtained. It is
important to note that in Denmark, the
balance between the various objectives
of Jobrotation is shifting away from la-
bour market policy towards industrial
policy.
Even though Jobrotation still has a skills
training function, there has been a shift
away from the egalitarian objective of
concentrating on vocational training for
the unemployed and for unskilled work-
ers, towards the aim of offering all em-
ployees continuing training, without tak-
ing account of differences in previous
education and skills training.
Hence Denmark is moving away, at least
as regards a model labour-market-policy
tool, from an egalitarian training policy
geared to the welfare state to objectives
geared more to corporate and competi-
tion policy.
The future of Jobrotation
in Germany (problems
and prospects)
After just under five years’ experience of
Jobrotation projects in Germany, it can
be concluded that either it is rejected as
unsuitable for Germany, or the framework
conditions for its use must be created.
“In Denmark, until the mid-
1990s the ratio was one re-
placement worker to two
employees, but in the late
1990s the ratio increased to
one replacement worker to
four employees.”
Enterprises (…) “are less
concerned about increasing
the skills of their unskilled
employees, and instead
tend to focus on relatively
short-term programmes
imparting enterprise-spe-
cific and inter-disciplinary
skills to a large number of
employees.”
(…) “Denmark is moving
away, at least as regards a
model labour-market-
policy tool, from an egali-
tarian training policy
geared to the welfare state
to objectives geared more
to corporate and competi-
tion policy.”VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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At the end of March the German Press
Agency reported that North Rhine-
Westphalia had become the first Land to
put the Jobrotation model into regular
operation. The Land labour minister an-
nounced that the overwhelming success
of Jobrotation had persuaded all involved
to develop it into a regular service. A cru-
cial factor in the transition to regular op-
eration was the fact that the Länder pay
half the continuing training costs of em-
ployees given leave of absence by enter-
prises, i.e. paying costs met by the EU in
the pilot stage.
Although this first step is very good news,
particularly since similar decisions are
expected in other Länder, it is important
to consider the whole range of experi-
ence from the pilot projects. They give a
good picture of the main shortcomings
of continuing training in Germany.
Regulations covering leave of absence for
training purposes are inadequate and re-
strictive. This is the reason why for many
years insufficient use has been made of
state and collectively agreed regulations
on training leave.
Financing structures for continuing voca-
tional training, especially in enterprises,
are inadequate and restrictive. For dec-
ades they have been characterised by
separation of continuing training fields.
This reflects claims to sole representation
on the part of central industrial associa-
tions in all matters of continuing training
in enterprises, and a persistent lack of in-
volvement on the part of public authori-
ties in this field. The Netherlands, often
praised as an enclave of healthy coop-
eration with a sense of responsibility dis-
played by the social partners, has an effi-
cient tool for implementing Jobrotation
schemes, with extensive continuing train-
(…) “it is important to con-
sider the whole range of ex-
perience from the pilot
projects. They give a good
picture of the main short-
comings of continuing
training in Germany.”
“Regulations covering leave
of absence for training pur-
poses are inadequate and
restrictive.”
“Financing structures for
continuing vocational train-
ing, especially in enter-
prises, are inadequate and
restrictive.”
“Amendments need to be
made (…) to improve the
status of replacement
workers and offer (…) an
adequate financial incen-
tive (…)”
“It is important to eliminate
restrictions on the use of
Jobrotation”
(…) “it is particularly im-
portant to think about or-
ganisational structures to
facilitate rapid develop-
ment of appropriate Jobro-
tation projects.”
ing funds in the various sectors. In Ger-
many, collectively agreed regulations, al-
ready successfully put in place in some
areas, and amendments to the Betriebs-
verfassungsgesetz (Works Constitution
Act) could provide for Jobrotation.
Amendments need to be made to SGB III,
to improve the status of replacement
workers and offer unemployed persons
acting as replacement workers an ad-
equate financial incentive via supplemen-
tary benefits.
It is important to eliminate restrictions on
the use of Jobrotation resulting from Eu-
ropean co-financing. The conditions im-
posed on the award of such financing re-
duce the flexibility with which opportu-
nities offered can be used. For example,
the restriction to SMEs, which prevents it
from being used in precisely those enter-
prises that have experience of integrat-
ing organisational, personnel and skills
training development, and in which it
would be easiest for replacement work-
ers to be taken on after the replacement
phase).
At this time, when there are prospects of
Jobrotation being extended and put into
regular use, it is particularly important to
think about organisational structures to
facilitate rapid development of appropri-
ate Jobrotation projects. There is a need
to develop functioning regional networks
in which associations, chambers and
guilds, employment and welfare offices,
the social partners, training institutions
and, of course, enterprises regularly ex-
change experience and initiate new meas-
ures. The question is also whether the use
of replacement workers can be structured
more efficiently by creating a pool of po-
tential replacement workers and prepar-
ing them with skills training.VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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Conclusion
Naturally the little compilation we have
presented in this issue of the European
Journal does not cover the issue of
Jobrotation in its entirety.
With only two exceptions (Athanasios
Papathanassiou and Patrick Guilloux), it
is Danish and German experiences of and
views on Jobrotation that are presented
here, even though Jobrotation is practised
in 14 of the 15 EU Member States. The EU
JobRotation International Association,
which brings together many of the organi-
sations promoting Jobrotation in Europe
and which has, since 1996, been helping
to popularise Jobrotation as a tool, with
support from European funding, cam-
paigns for Jobrotation without any fanati-
cism or sectarianism. Naturally this Asso-
ciation has a website – http://www.
eujob.dk/ – which contains details of net-
work leaders in all the EU Member States.
The EU JobRotation International Associa-
tion publishes, inter alia, a newsletter that
can be downloaded from http://www.
eujob.dk/pages/eu_lett.html.
Thus a visit to the Association’s website
will usefully supplement the articles in this
issue of the European Journal.
Though our compilation makes no claim
to be complete, composed as it is of arti-
cles selected by the Journal’s independ-
ent reading panel in accordance with sci-
entific and academic criteria, it does nev-
ertheless provide a fairly detailed report
of the advantages and benefits of
Jobrotation as well as its problems, and
the steps that need to be taken to ensure
its future development.
Without going into detail, since this point
is already clearly established in the arti-
cles published here, nonetheless I must
again emphasise that Jobrotation  is nei-
ther a simple market tool enabling a so-
lution to be found to the long-term un-
employment of low-skilled persons, nor
a simple continuing training tool enabling
firms to maintain and expand their em-
ployees’ skills without holding up pro-
duction. In fact, Jobrotation links train-
ing policy and employment policy; it ena-
bles a limited solution to be found to the
big question of the relationship between
training and employment; it is versatile
enough to be adapted for use in large and
small enterprises, with skilled and low-
skilled workers, in industrial sectors and
the service sector; it can serve in times of
high unemployment as an instrument for
combating long-term unemployment, and
in times of full employment as an instru-
ment for continuous retraining of the la-
bour force and for combating skills bot-
tlenecks.
It is a basic instrument for lifelong train-
ing. It enables continuing training to pen-
etrate to the heart of small enterprises
which have hitherto been unable to be-
come part of the culture of continuing
vocational training (CVT) because their
production activities become disorganised
when their employees leave for training.
It enables companies to adapt flexibly in
line with the technological and organisa-
tional changes that characterise our cur-
rent production methods. And finally, it
gives an impetus to the whole workforce,
including employees who do not go for
outside training, by making the entire firm
accept the need to organise itself differ-
ently in order to integrate replacement
workers from outside. As for the replace-
ment workers themselves, the benefits
they offer include looking at the company
with a fresh eye, in a manner capable of
calling into question some of the barriers
and obstacles impeding the integration of
technological developments.
If Jobrotation offers so many benefits, why
is it not growing faster in Europe than is
the case? Why has it not become part of
the basic toolkit of the training/employ-
ment relationship? The reason why
“If Jobrotation offers so
many benefits, why is it not
growing faster in Europe
than is the case? Why has
it not become part of the
basic toolkit of the train-
ing/employment relation-
ship? The reason why
Jobrotation is developing
so slowly is that it tends to
attract resistance from the
various players involved.”VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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Jobrotation is developing so slowly is that
it tends to attract resistance from the vari-
ous players involved. As we have already
pointed out, the SME culture has not yet
incorporated CVT, while in large enter-
prises the employees themselves are very
reluctant to take part in a measure whose
principle involves replacement workers
doing their jobs, thus proving that nobody
is irreplaceable. As for the authorities, they
are not prepared to use a tool which “goes
over their heads”. The authorities are
compartmentalised into fields of action –
such and such a ministry or such and such
a department of the ministry or even such
and such an office in the department takes
action in employment-policy matters,
while a different department or office
takes action in vocational training mat-
ters. By its very nature, an “employment/
training” tool does not fall completely
under any one authority and requires
agreements and negotiations between au-
thorities, something that is wholly incom-
patible with the usual bureaucratic proc-
esses. When a Jobrotation experiment is
initiated, it becomes a bureaucratic head-
ache, seeking funding from as many dif-
ferent sources as there are players in-
volved – the unemployed people receiv-
ing training to update their skills, the un-
employed people acting as replacement
workers, the employees released for train-
ing (training costs and wage costs), the
body responsible for the Jobrotation
measure, etc.
If we are persuaded of the benefits of
Jobrotation and if we wish to ensure its
sustainable growth in Europe, how can we
ensure that all this resistance does not end
up stifling it? Sørensen and Grünewald
agree with the conclusions of Agora 8 on
this point. Jobrotation can only develop
on condition that it continues to be a meas-
ure that is easy for enterprises, employees
and the unemployed to access, not stifled
by bureaucratic rules, and with rapidly
accessible financing. This means that as
far as possible, regulations specific to
Jobrotation need to be put in place in every
country, providing for training leave and
for financing appropriate to players of all
types. Lastly, and above all, a single op-
erator needs to be specified in every coun-
try, and a one-stop shop needs to be
opened, financed from appropriate na-
tional resources, and taking on responsi-
bility for all the problems of Jobrotation,
from the search for replacement workers
to training for employees on training leave.
The experience gained with financing of
the initial experiments by the European
Community (ADAPT) shows that without
financing from a motivated (and strongly
committed) project manager, Jobrotation-
type operations have soon come to noth-
ing because of the complexity of the ar-
rangements involved. Here, the EU Job-
Rotation International Association and the
various bridgeheads of its network could
form an initial nucleus, around which these
organisations responsible for Jobrotation
in the countries of Europe could be estab-
lished, with a threefold aim: to promote
Jobrotation to enterprises, to make it as
simple and as non-bureaucratic as possi-
ble for companies, their employees and
the unemployed, and to negotiate with and
advise the authorities on drawing up and
amending national and local legislation vis-
à-vis  Jobrotation. While it would appear
necessary and unavoidable for the network
to receive European financing, local
Jobrotation structures should, of course,
be financed by the Member States con-
cerned or indeed by the regions them-
selves.
“As far as possible, regula-
tions specific to Jobrotation
need to be put in place in
every country, providing
for training leave and for
financing appropriate to
players of all types.”VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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Education at a glance: OECD indicators
2001.
Organisation for Economic Co-operation
and Development - OECD
Centre for Educational Research and In-
novation - CERI
Paris: OECD, 2001, 412 p.
ISBN 9264186689
Across OECD countries, governments are
seeking policies to make education more
effective while searching for additional
resources to meet the increasing demand
for education. The OECD education indi-
cators enable countries to see themselves
in the light of other countries’ perform-
ance. The 2001 edition of Education at a
Glance - OECD Indicators provides a rich,
comparable and up-to-date array of indi-
cators. The indicators represent the con-
sensus of professional thinking on how
to measure the current state of education
internationally. They provide information
on the human and financial resources in-
vested in education, on how education
and learning systems operate and evolve,
and on the returns to educational invest-
ments. The thematic organisation of the
volume and the background information
accompanying the tables and charts make
this publication a valuable resource for
anyone interested in analysing education
systems across countries. This year’s edi-
tion of Education at a Glance includes
new indicators on: how the levels and dis-
tributions of student achievement have
evolved; the incentive structures govern-
ments offer to attract and retain qualified
teachers; the use of information and com-
munication technologies in the teaching-
learning process; public subsidies and
transfers for education and their benefi-
ciaries; and participation in skill improve-
ment among the employed population. Fi-
nally, for many indicators, a significantly
larger number of OECD countries are now
providing data. Through the World Edu-
cation Indicators programme, a wide
range of non-member countries have also
contributed to this year’s edition of Edu-
cation at a Glance, extending the cover-
age of some of the indicators to almost
two-thirds of the world population.
The data underlying the OECD
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This section lists the most im-
portant and recent publica-
tions on developments in train-
ing and qualifications at an
international and European
level. Giving preference to
comparative works, it also lists
national studies carried out as
part of international and Eu-
ropean programmes, analyses
of the impact of Community
action on the Member States
and national studies seen from
an external perspective.
Information, comparative
studies
Corporate social responsibility: part-
ners for progress.
Organisation for Economic Co-operation
and Development - OECD
Partners for Progress: Towards a new ap-
proach to Corporate Social Responsibil-
ity Paris. 2000
Paris: OECD, 2001, 149 p.
(Governance)
ISBN 9264195122
Corporate Social Responsibility (CSR) is
business’s contribution to sustainable de-
velopment. Today, corporate behaviour
must not only ensure returns to sharehold-
ers, wages to employees, and products
and services to customers, it must also
respond to societal and environmental
concerns. Local cultures are a counter-
vailing force to the global economy and
the struggle between the forces of global
commerce and the interests of local cul-
tures brings with it new politics. In over-
coming the hurdles of social responsibil-
ity, all partners and sectors need to be
committed to adhere to a coherent social
strategy in the interest of society as a
whole. Through partnerships with labour,
NGOs, and communities, corporations
contribute to tackling social exclusion and
other inner city problems in order to de-
fine and implement innovative solutions
for policy dialogue to meet the social
challenges at the local level. This book
provides a comprehensive overview of
Corporate Social Responsibility experi-
ences and practices at the local level. It
illustrates that partnerships provide a
powerful mechanism for helping firms be-
come more socially responsible. It in-
cludes interventions from the Conference
‘Partners for Progress - Towards a new
approach to Corporate Social Responsi-
bility’, held in Paris in November 2000 and
is essential reading for policy-makers,
NGOs, business, and all local actors in-
volved in the issues of sustainable devel-
opment.VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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education indicators are accessible via
the Internet at: http://www.oecd.org/els/
education/ei/index.htm.
European perspectives on cultural
policy: cultural policy reviews, re-
quirements for a sustainable cultural
policy / Christopher Gordon and
Simon Mundy.
United Nations Educational, Scientific and
Cultural Organisation - UNESCO
Paris: UNESCO, 2001, 117 p.
ISBN 92-3-103771-4
‘When culture is understood as the basis
of development, the very notion of cul-
tural policy has to be considerably broad-
ened. Any policy for development must
be profoundly sensitive to and inspired
by culture itself.’ This is one of the far-
reaching conclusions of the Report enti-
tled ‘Our Creative Diversity’. It has long
been part of UNESCO’s clearing-house
functions to convey fresh thinking to the
general public around the world. The
Organization has accordingly turned to
Christopher Gordon and Simon Mundy,
inviting them to bring their acumen and
experience to bear on the matter of cul-
tural policy reviews and requirements for
a sustainable cultural policy. This book
marks both an end and a beginning: the
former inasmuch as it denotes the matur-
ing of lengthy reflection on the part of a
considerable number of individuals and
institutions world-wide, and the latter in
that it maps out a course for cultural policy
design and application for the years to
come.
Evaluation and the invisible student:
theories, practice and problems in
evaluation distance education provi-
sion / Peter Gilroy [et al.]
Quality Assurance in Education, Vol. 9,
No 1 (2000), p. 14-22
Bradford: MCB University Press, 2001
ISSN 0968-4883;
Making sure that a higher education dis-
tance learning course meets student ex-
pectations is critical to ensuring the qual-
ity of the student experience. Judging
whether a course delivers to its promise
is a particular challenge when the course
is delivered by distance learning and there
is no regular face-to-face contact with stu-
dents, the more so when courses are faced
with alternative conceptions, and exter-
nal audits, of quality. The paper identi-
fies the contested nature of quality, ex-
amines models of evaluation, relates them
to existing forms of evaluation facing edu-
cation courses, and offers an alternative
constructivist approach based on the no-
tion of a service template.
Innovative networks: co-operation in
national innovation systems.
Organisation for Economic Co-operation
and Development - OECD
Paris: OECD, 2001, 340 p.
(Science and innovation)
ISBN 9264195483
This book analyses the role of networks
in innovation and technology diffusion.
It reviews policy initiatives to promote
efficient networking in selected OECD
countries, and draws the main implica-
tions for public policy. It provides both
fresh conceptual insights and new factual
information on this important mechanism
of innovation-led growth.
Innovative people: mobility of skilled
personnel in national innovation sys-
tems.
Organisation for Economic Co-operation
and Development - OECD
Paris: OECD, 2001, 149 p.
(Science and innovation)
ISBN 9264195416
The mobility of qualified labour, between
and among the public and private sec-
tors, is a vital mechanism for diffusing tacit
knowledge within local, national and glo-
bal innovation systems. Based on new
empirical evidence, this publication com-
pares the rates and patterns of mobility
of high-skilled labour in a sample of
OECD countries. It also documents the
rapid internationalisation of this form of
knowledge flows and provides guidance
for the improvement of internationally
comparable statistics in this area.
International Initiatives and trends in
quality assurance for European higher
education / Campbell, Carolyn; van
der Wende, Marijk.
European network for quality assuranceVOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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in higher education – ENQA
Helsinki: ENQA, 2001, 37 p.
ISBN 951-98680-0-3
ENQUA, E-mail: enqa@minedu.fi., URL:
http://www.enqa.net/
The focus of the report is on mapping in
particular those initiatives and
processes relevant in the field of quality
assurance and recognition beyond
those undertaken at the national level. Ac-
cordingly the report will complete
the already existing state-of-the-art reports
on quality assurance in EU and
EEA countries. Furthermore it provides an
analysis of the issues affecting the
debate on quality assurance in Europe.
The report does not intend to provide
the answers, but to identify the key is-
sues and sketch the main questions to be
answered.
URL: http://libserver.cedefop.eu.int/
vetelib/euorg/enqa/2001_0003_en.pdf
Innovationen nationaler Berufsbil-
dungssysteme von Argentinien bis
Zypern: Berufsbildungsprofile im
Blickfeld des Internationalen Fach-
kräfteaustausches (IFKA) / Wolfgang
Hellwig, Uwe Lauterbach, Botho von
Kopp (Eds.).
[Training innovation from Argentina
to Cyprus: occupational profiles and
international exchange of highly-
skilled staff]
Carl Duisberg Gesellschaft - CDG
Baden-Baden: Nomos Verlags-Gesell-
schaft, 2001, 226 p.
(publication series of the Carl Duisberg
Gesellschaft, 11)
ISBN 3-7890-7556-6
Training innovation, occupational profiles
and international exchange of highly-
skilled staff. the publication includes pro-
files of the vocational training systems of
the following countries: Argentina, Aus-
tralia, Brazil, Bulgaria, Chile, China, Den-
mark, Finland, France, Greece, United
Kingdom, Indonesia, Ireland, Italy, Japan,
Canada, Korea, Malaysia, Norway, Aus-
tria, Poland, Romania, Russia, Sweden,
Switzerland, Slovakia, Spain, South Africa,
Taiwan, Thailand, Czech Republic, Tur-
key, Hungary, United States, Vietnam and
Cyprus.
Investing in competencies for all:
communiqué / meeting of the OECD
education ministers.
Organisation for Economic Co-operation
and Development - OECD
Paris: OECD, 2001, 7 p.
When OECD Education Ministers met in
Paris on 2-4 April 2001, the theme for their
meeting was ‘Investing in competencies
for all’. This puts the focus more directly
on outcomes, rather than inputs. Under
this new mandate, OECD expects to work
during 2002-2006, among other things, on:
the competencies required for effective
participation in a knowledge society; new
and more comparable indicators of com-
petencies and of lifelong learning, with a
particular focus on adult competencies;
strategies for developing and enhancing
competencies (covering changes in teach-
ing, teacher recruitment and professional
development, and the formal and infor-
mal settings for teaching and learning);
strategies for financing investment in the
development of competencies; contribu-
tions of human and social capital to eco-
nomic growth and individual and social
well-being; research and innovation re-
lated to the knowledge society .
Learning for life / Homma Masao.
Look Japan, Jul 2001, p. 1-17
[S.l.]: Look Japan, 2001
In this education special, Homma Masao,
director-general of administration at Kyoto
University and for many years an influ-
ential figure in the shaping of education
policy, reviews ongoing change in the
national system. Homma highlights the
new emphasis being placed on diversity
and individuality in schools and on the
promotion of lifelong learning.
URL: http://www.lookjapan.com/
LBcoverstory/01JulyCS.htm
Linkages between vocational educa-
tion and training providers and indus-
try / Jihee Choi [et al.].
National Centre for Vocational Education
Research - NCVER; Korea Research Insti-
tute for Vocational Education and Train-
ing - KRIVET
Adelaide: NCVER, 2001, 116 p.
ISBN 0873976991VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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This volume is a collection of papers from
the Korea-Australia Joint-Seminar on Vo-
cational Education and Training, Seoul,
Republic of Korea, 10 November 2000.
This publication provides summaries of
case studies which have examined the
linkages established between a selection
of Australian / Korean training providers
and enterprises in the hospitality and tour-
ism, electronics and information technol-
ogy industries. Benefits and difficulties are
looked at for each case study.
Policy borrowing: lessons from Euro-
pean attempts to transfer training
practices / Jill Turbin.
Leicester: CLMS, 2001, 35 p.
(Working paper, 27)
University of Leicester, Centre for Labour
Market Studies - CLMS
Information Officer,
Centre for Labour Market Studies,
103 Princess Road East,
University of Leicester,
UK-Leicester LE1 7LA
Globalisation has provided an impetus to
the borrowing of policies and ‘best prac-
tices’ between countries. This paper looks
specifically at such borrowing in the field
of Vocational Education and Training
(VET). Using case study data drawn from
a wider evaluation of a European Pro-
gramme, it demonstrates some of the bar-
riers encountered when attempting to
transfer training principles, practices and
delivery systems from one country to an-
other. Whilst acknowledging the impor-
tance of ‘learning’ at a broader level, the
paper argues that VET systems are em-
bedded within a wider societal, institu-
tional and cultural context that limits the
success of transfer.
URL: http://www.clms.le.ac.uk/WWW/
publications/wkpapers/
working_paperNo27.pdf
Quality Assurance in Nordic higher
education: accreditation-like prac-
tices.
European network for quality assurance
in higher education - ENQA
Helsinki: ENQA, 2001, 38 p.
ISBN 951-98680-2-X
ENQUA, E-mail: enqa@minedu.fi.,
URL: http://www.enqa.net/
A group of member agencies from the
Nordic countries joined in 2000 in a com-
mon project to analyse the concept of ac-
creditation and identify accreditation pro-
cedures and similar practices. The agen-
cies involved were the Danish Evaluation
Institute, The Finnish Higher Education
Evaluation Council, the National Agency
for Higher Education, Sweden and the
Network Norway Council. The project has
resulted in a report that provides a clear
account of Nordic thinking on accredita-
tion and evaluation, but also contains a
very coherent and understandable gen-
eral account of the various issues sur-
rounding accreditation and evaluation at
the present time.
URL: http://libserver.cedefop.eu.int/
vetelib/euorg/enqa/2001_0001_en.pdf
Quality standards for evaluating mul-
timedia and online training / Lynette
Gillis.
American Society for Training and Devel-
opment;
Virginia: ASTD, 2001, 240 p.
This book helps organisations select the
most effective training programs from off-
the-shelf courseware. It offers a rating
scheme for comparing design features in
different programs. The standards can also
be used in preparing requests for propos-
als for e-learning or for formative evalua-
tion. Includes six evaluation booklets,
usability tests for learners, and tracking
sheets.
Towards the goal of full employment:
trends, obstacles and policies / Peter
Richards.
International Labour Office - ILO
Geneva: ILO, 2001, 143 p.
ISBN 92-2-111389-2
This insightful study provides an excel-
lent overview of the current global em-
ployment situation, and examines the ef-
fectiveness of existing policies and how
many of them fall short in today’s eco-
nomic climate. It presents employment re-
alistically as a complex issue, and helps
readers to see it not just in terms of in-
come and economic growth, but also as
highly dependent on national circum-
stances and institutions. Throughout the
volume, special emphasis is placed onVOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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issues of employment equality - such as
freedom of association and workers’ par-
ticipation, and non-discrimination and
equal opportunity. In particular, the study
demonstrates how ILO standards and rec-
ommendations, which effectively set the
parameters for national employment strat-
egies, can help improve the world em-
ployment situation by encouraging a com-
prehensive approach to policy issues. In
a section concentrating on developing
countries, Towards the Goal of Full Em-
ployment reviews determinants of growth,
labour demand and poverty alleviation.
It also includes critiques of certain poli-
cies and discusses the ILO’s contribution
to ensuring socially acceptable outcomes
of the economic growth process.
Youth policy in Estonia.
Council of Europe - COE
Strasbourg: COE, 2001, 52 p.
ISBN 92-871-4598-9 (en)
Two major factors frame contemporary
Estonian youth policy: the traditional im-
portance of education and educational
values and the need to manage the use-
ful but expensive national educational and
leisure institutions inherited from the
country’s communist past. However,
within the last few years, a set of struc-
tures and measures for broadening the
scope of national youth policy have been
conceived. Huge tasks lie ahead, particu-
larly concerning the dilemma of ethnicity
and citizenship, and the division of la-
bour in the youth policy field between
the state, rational and municipal levels.
Analysing critically the successes and dif-
ficulties of a country in transition, this
publication contributes to the European
debate on the principles, content and
standards for modern youth policy.
Youth policy in Romania.
Council of Europe - COE
Strasbourg: COE, 2001, 80 p.
ISBN 92-871-4600-4 (en)
Romania is undergoing a complex trans-
formation period which is of great inter-
est to the study of societies in transition.
The relevance of the Romanian case study
is also linked with the country’s location
on the centuries-old frontier between the
West and the East. Hence the sociologi-
cal interest of some of the options facing
youth policy development in Romania,
such as the choice between facilitation or
interventionist policy.
European Union: policies,
programmes, participants
European forum on quality of voca-
tional training. Brussels 2001 : sum-
mary of conclusions: inaugural meet-
ing 29-30 May 2001.
European Commission, Directorate Gen-
eral for Education and Culture; European
Centre for the Development of Vocational
Training – Cedefop;
European forum on quality of vocational
training. Brussels. 2001
Thessaloniki: Cedefop, 2001, 8 p.
Cedefop,
P.O. Box 22427 - Finikas
GR-55102 Thessaloniki,
Tel.: (30-31) 490111,
Fax: (30-31) 490102,
E-mail: info@cedefop.eu.int,
URL: http://www.cedefop.eu.int/
The tasks and general objectives of the
Forum were set out in the Commission’s
Proposal for Action. The Forum is a valu-
able means of cooperation and exchange
between the Commission, the Member
States and the social partners on the is-
sue of the quality of vocational training.
As such, it creates a useful platform to
encourage the emergence of consensus
on new activities, to formulate proposals
and to relay expertise towards decision-
making authorities at European and na-
tional levels. The objectives are: to en-
sure piloting and follow-up of the work
to be undertaken at Community level as
regards the quality of vocational training;
to clarify the quality issues (problems)
both specific and common to the various
countries, as well as quality-steps (con-
tribution to resolving problems) imple-
mented at various levels within the frame-
work of initial and continuing training;
to promote the definition and dissemina-
tion of innovations in the field of ‘quality
management’ , including those arising
from the Leonardo da Vinci programme;
to encourage and broaden the debate, the
exchange of information, experience and
‘good practice’ in the field of ‘quality man-
agement’, within the European Union; toVOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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ensure interaction between expertise and
political decisions, through the formula-
tion of policy and practical proposals; to
support the Member States, the Commis-
sion and the social partners, by bringing
a Community added value to the work
carried out by qualified organisations in
this area at the national level.
http://libserver.cedefop.eu.int/vetelib/eu/
pub/cedefop/internal/2001_0004_en.doc
http://libserver.cedefop.eu.int/vetelib/eu/
pub/cedefop/internal/2001_0004_fr.doc
Future challenges for human resource
development professionals in Euro-
pean learning-oriented organisations
/ Dirk Buyens, Karen Wouters, Koen
Dewettinck.
Journal of European Industrial Training,
Vol. 25, No 9, p. 442-453
London: MCB, 2001
ISSN 0309-0509;
Within the scope of the Targeted Socio-
Economic Research (TSER) project (1998-
2000), that aimed to examine new human
resource development (HRD) initiatives in
learning-oriented organisations through-
out Europe, this paper confronts the Bel-
gian findings with the European outlook.
The study examines how HRD depart-
ments in learning-oriented organisations
envision their new role in stimulating and
supporting employees to learn continu-
ously, what strategies HRD departments
adopt to realise their envisioned role and
what inhibiting factors they encounter
when trying to realise their new role. The
results of a survey of 165 companies, of
which 39 are located in Belgium, showed
a paucity of innovative HRD practices.
However, professionals indicate that strat-
egies to support the business and to stimu-
late learning and knowledge sharing will
become increasingly important strategies
in the future. The factors that appear to
significantly hinder the change process are
also discussed.
Making learning visible: identifica-
tion, assessment and recognition of
non-formal learning in Europe / Jens
Bjørnavold.
Luxembourg: EUR-OP, 2001, 224 p.
(Cedefop Reference)
ISBN 92-896-0006-3 ; Cat.No. TI-32-00-
871-EN-C
EUR-OP,
2 rue Mercier,
L-2985 Luxembourg,
or from its national sales offices,
Tel.: (352-29) 2942118,
Fax: (352-29) 2942709,
E-mail: info.info@opoce.cec.be,
URL: http://www.eur-op.eu.int/
This report provides an overview and in-
terpretation of European developments in
the area of identification, assessment and
recognition of non-formal learning. It
clarifies the challenges faced by those try-
ing to develop methodologies and insti-
tutions in this area and presents actual
initiatives at national and European lev-
els. A number of prerequisites for the fu-
ture development of methodologies and
systems are also presented. Annex 1 of
the report contains a glossary on the most
common concepts used. It is our hope
that the report and accompanying glos-
sary will stimulate future work on the is-
sue of non-formal learning.
Æá ¶òçáóéáëÀ ªùíâïàìéá ëáé ï ëïéîö-
îéëÞ÷ äéÀìïçï÷ çéá ôèî óùîåøéúÞíåîè
åðáççåìíáôéëÜ ëáôÀòôéóè: ðåòéðôö-
óéïìïçéëÜ íåìÛôè óôèî ¶ììÀäá, ôèî
ÃììáîäÝá, ôï µÛìçéï, ôèî ¹óðáîÝá ëáé
ôè ¡åòíáîÝá
[The works councils and social dia-
logue for continuing vocational train-
ing: case study in Greece, Holland,
Belgium, Spain and Germany]
Bruinsma, Gerben
Athens: INE, 1999, 468 p.
(Meletes, 11)
ISBN 960-7402-15-4
INE, Emm. Benaki 71A,
GR-10681 Athens,
Tel.: (30-1) 3304469-74,
Fax: (30-1) 3304452,
URL: http://www.inegsee.gr
This study has been compiled by the In-
stitute for Labour (INE) of the General
Confederation of Labour (GSEE) and
presents the results of the programme
LUSSES that was carried out within the
framework of the EU Leonardo da Vinci
programme. ULUSSES was aimed at in-
vestigating the role of works councils, at
Greek and European level, in the promo-
tion of social dialogue for vocational train-
ing in enterprises. This study includes 5
national reports that examine the follow-VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
Cedefop
61
ing in Greece, the Netherlands, Spain, Bel-
gium and Germany: a) the framework of
labour and industry relations in each
country, b) the institutional framework for
the operation of works councils and their
role in enterprises, c) the relations be-
tween trade unions and works councils,
d) The role of trade unions and works
councils in the promotion of continuing
vocational training in enterprises, e) the
distinction between the responsibilities
and authorities of works councils and the
respective trade union councils. This study
consists of six chapters. The first chapter
deals with the institution of works coun-
cils, the second deals with the operation
of works councils in Greece and the re-
maining chapters deal with the institution
of works councils in other countries.
The transition between education and
working life: key data on vocational
training in the European Union.
European Commission, Directorate Gen-
eral for Education and Culture
Statistical Office of the European Union
– EUROSTAT
European Centre for the Development of
Vocational Training - Cedefop
Brussels: EUR-OP, 2001, 166 p.
(Cedefop Reference)
ISBN 92-896-0012-8; ISSN 1608-7089;
Cat.No. TI-32-00-984-EN-C
EUR-OP,
2 rue Mercier,
L-2985 Luxembourg,
or from its national sales offices,
Tel.: (352-29) 2942118,
Fax: (352-29) 2942709,
E-mail: info.info@opoce.cec.be,
URL: http://www.eur-op.eu.int/
The transition between the education sys-
tem and the labour market is a crucial
issue, and one to which the political au-
thorities in the European Union are de-
voting very special attention. Despite a
marked decrease in the number of young
people, a general improvement in the
standard of qualifications and the length-
ening of school education, relatively faster
expansion of the sectors that may prefer
to take on young people, and the devel-
opment of active measures targeted to-
wards vocational integration, the position
of young people at the time of entering
the labour market is still difficult. The
options for the policies to be implemented
and the general direction of specific meas-
ures to be recommended need to be made
clear by certain empirical data and indi-
cators. An effort should be made to de-
termine whether the measures adopted
are sufficient to provide adequate, effec-
tive support to young people in the tran-
sition phase, with a view to combating
unemployment and offering access to
quality jobs. The objective is to help every
young person to take his or her place in
today’s learning society. To contribute
towards achieving this objective, this pub-
lication sets out statistical information,
mainly from the European Labour Force
Survey. An analysis of the data, presented
in the form of indicators, is placed in per-
spective by recourse to a conceptual
framework that draws on the findings of
research on transition, rooted in various
social and economic theories. The com-
bination of descriptive and analytical ap-
proaches gives a clearer understanding of
the phenomena at work, but it also re-
veals the potential of the statistics avail-
able to us at the European level - a po-
tential that we are constantly seeking to
improve.
Training and learning for compe-
tence: second report on vocational
training research in Europe: synthe-
sis report / Pascaline Descy et Manfred
Tessaring.
Luxembourg: EUR-OP, 2001, 3 vol.
(Cedefop Reference)
ISSN 1608-7089
EUR-OP,
2 rue Mercier,
L-2985 Luxembourg,
or from its national sales offices,
Tel.: (352-29) 2942118,
Fax: (352-29) 2942709,
E-mail: info.info@opoce.cec.be,
URL: http://www.eur-op.eu.int/
This is the background publication of the
second report on vocational education
and training (VET) research in Europe
published by Cedefop in 2001. It contains
a number of contributions on current re-
search in the framework of generating and
using skills and competences. The basic
theories, methodologies and results are
presented and the main implications for
future research, policy and practice are
discussed within each contribution. Some
key issues addressed include: steeringVOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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VET systems, funding and the changing
roles of VET professionals; learning and
training within the context of lifelong and
lifewide learning; training, employment
and development of human resources
from a company perspective; labour mar-
ket dynamics and their impact on skills
and competences; individual perform-
ance, social exclusion and transition from
education/training to work; VET research
in selected non-EU countries.
Council Resolution of 13 July 2001 on
e-Learning.
Council of the European Union
Official Journal of the European Commu-
nities, C 204, pp. 3-5
Luxembourg: EUR-OP, 2001
EUR-OP,
2 rue Mercier,
L-2985 Luxembourg,
or from its national sales offices,
Tel.: (352-29) 2942118,
Fax: (352-29) 2942709,
E-mail: info.info@opoce.cec.be,
URL: http://www.eur-op.eu.int/
The Council invites the Member States and
the Commission 1) to pay particular at-
tention to the implementation of the e-
learning Action Plan; 2) to capitalise on
the potential of Internet, multimedia and
virtual learning environments for a better
and faster realisation for lifelong learn-
ing as a basic educational principle and
for providing access to education and
training opportunities for all; 3) to pro-
mote the necessary provision of ICT learn-
ing opportunities within education and
training systems; 4) to continue their ef-
forts in the initial and in-service training
of teachers in the pedagogical use of ICT;
and to monitor and analyse the process
of integration and use of ICT in teaching,
training and learning.
URL: http://libserver.cedefop.eu.int/
vetelib/eu/leg/res/2001_0001_en.pdfVOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
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Modernisierung dualer Berufs-
bildungssysteme: Probleme und
Strategien in 7 europäischen Ländern.
[Modernisation of the dual vocational
training systems: problems and strat-
egies of 7 European countries]
Schneeberger, Arthur
Vienna: IBW, 2000, 185 p.
(IBW-Schriftenreihe, 117
ISBN 3-900671-90-7
IBW,
Rainergasse 38,
A-1050 Wien,
Tel.: (43-1) 54516710,
Fax: (43-1) 545167122,
E-mail: info@ibw.at,
URL: http://www.ibw.at/
Vocational training systems are subject to
the pressure of modernisation when eco-
nomic and occupation structures, tech-
nologies, educational needs and peoples’
attitudes begin to change. Whether and
which adaptations will succeed depends
on cultural and social policy factors. The
current study reconstructs the general
challenges facing dual vocational train-
ing systems in Europe and takes a closer
look at the specific strategies of the se-
lected countries Switzerland, Germany,
the Netherlands, Denmark, Austria, Lux-
embourg and Liechtenstein.
Qualifikation Heute: die Anforderun-
gen der Industrie an die Aus- und Wei-
terbildung: Ergebnisse einer Bestands-
aufnahme und begleitender Beratun-
gen mit Industrieunternehmen im
Bundesland Salzburg.
[Qualification today: industry’s de-
mands for training and qualification:
results of a review and the accompa-
nying consultations with industrial
businesses in the province of Salz-
burg.]
Schedler, Klaus
Vienna: IBW, 2000, 44 p.
IBW, Rainergasse 38,
A-1050 Wien,
Tel.: (43-1) 5451671-0,
Fax: (43-1) 5451671-22,
E-mail: info@ibw.at,
URL: http://www.ibw.at/
Using this study on qualifications as a
basis, industry in Salzburg has the aim of
making Salzburg more attractive as a busi-
ness location. Modern industry needs em-
ployees with a high level of skills. Be-
cause of the ageing population and lim-
ited availability of manpower at regional
level, it is becoming increasingly difficult
to recruit suitably qualified young peo-
ple. In order to maintain Salzburg as a
business location, it is important to en-
sure that the further development of vo-
cational training provision corresponds
both to the labour market’s economic
potential for development and to the
needs of industry.
Valorisierung von Leonardo da Vinci
in Österreich: ein Bericht zur Veran-
staltungsreihe der Leonardo da Vinci
Nationalagentur Österreich [Building
on the achievement (‘valorisation’) of
Leonardo da Vinci in Austria: a report
on events organised by the Leonardo
da Vinci national agency in Austria]
Leonardo da Vinci Nationalagentur
Österreich
Vienna: Österreichischer Akademischer
Austauschdienst, 2001, 315 p.
Leonardo da Vinci
Nationalagentur Österreich,
Schottengasse 7/5,
A-1010 Wien,
Tel.: (43-1) 53726,
Fax: (43-1) 5372680,
E-mail: info@leonardodavinci.at
URL: http://www.leonardodavinci.at
During the year 2000 the results of the
first phase of the Leonardo da Vinci pro-
gramme in Austria were discussed in an
exchange of views in order to elucidate
considerations on the programme’s
sustainability at national level and to ex-
amine prospects for the implementation
of the programme’s second phase in Aus-
tria. This project, which was initiated and
supported by the European Commission
throughout the EU with the aim of mak-
ing good use of the results of the first
phase of the Leonardo da Vinci pro-
gramme, began in Vienna in February
2000 as part of a series of seminars; it
From the Member States
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culminated in an international valorisa-
tion conference held in Salzburg on 16
June 2000. The specialist seminars focused
on three main subject areas: the dual edu-
cation system, continuing vocational train-
ing, and linguistic skills.
Fremde Bildungswelten: alter-
native Strategien lebenslangen
Lernens.
[Different training worlds: alternative
strategies for lifelong learning]
Bolder, Axel
Hendrich, Wolfgang
Opladen: Leske und Budrich,
2000, 274 p.
(Studien zu Erziehungswissenschaft und
Bildungsforschung, 18
ISBN 3-8100-2884-3
The authors present the results of the re-
search project ‘Abstention from Continu-
ing Training’, in which a comparative em-
pirical survey was conducted by the In-
stitute for Research on Social Opportuni-
ties in West and East Germany. It was
found that there are no substantial
grounds either for the assumption that life-
long learning has become a normal fea-
ture of daily life or the assumption that
there is a general abstention from con-
tinuing training. It was seen that even per-
sons who earn their income from their
general qualifications, continue to learn
throughout their lives even if this is not
done in formal courses offered by com-
mercial providers. This process is based
on the general experience and knowledge
they have acquired at their place of work.
They abstain from continuing training
when they feel that it does not really con-
tribute to their job security and when the
costs appear to be too high and would,
in particular, entail an impairment of their
quality of life.
Jahrbuch Arbeit, Bildung, Kultur 2000:
Schwerpunkt Erwachsenenbildlung
zwischen Regionalität und Internatio-
nalität.
[Yearbook Work, Education, Culture
2000: Focus on adult education be-
tween regionality and international-
ity]
Forschungsinstitut für Arbeiterbildung -
FiAB
Bochum: FiAB, 2001, 221 p.
(Jahrbuch Arbeit, Bildung, Kultur, 18
(2000))
ISBN 0941-3456
FIAB, Kirchplatz 2, D-45657
Recklinghausen, URL: http://www.ruhr-
uni-bochum.de/fiab
Annual report of the FiAB (research insti-
tute for workers’ education) with a spe-
cial focus on the influence of globalisation
on adult education. It also has chapters
on education and social change, educa-
tion for women, vocational education and
training, and the history of adult educa-
tion.
LebensLangesLernen: Expertisen zu
Lebenslangem Lernen, Lebensarbeits-
zeiten, Lebensweiterbildungskonten.
[Lifelong learning: experts’ opinions
on lifelong learning, life working
times, continuing training accounts]
Senate Administration for Labour, Voca-
tional Education and Women
Berlin: BBJ Verlag, 2001
Publications of the Senate Administration
for Labour, Vocational Education and
Women 44
ISBN 3-930411-18-0
Given the fact that society and the econ-
omy in Europe are undergoing a continu-
ous and accelerating process of change
which not only has an impact on occupa-
tional activities but affects all walks of life,
it is necessary to strengthen the willing-
ness and the ability of men and women
to undertake continuing training on their
own initiative and responsibility. The ar-
ticles and expert opinions discuss a con-
cept for ‘lifelong learning’. They also ad-
dress issues such as the solution of struc-
tural problems, e.g. how to organise learn-
ing within the time structures set by soci-
ety, how to fix learning time in relation
to the time spent on other activities within
social forms of time use, what obstacles
and problems arise in the implementation
of this concept, and what initiatives may
be expected at European level.
Lessons we can learn from other coun-
tries / Ulrich Walwei, Heinz Werner,
Ingeborg König.
Institut für Arbeitsmarkt- und Berufsfor-
schung - IAB
In: IAB topics: labour market research.,
44 (2001), 21 p.
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Nuremberg: IAB, 2001
ISSN 0945-8093
In September 2000 an international con-
ference on the subject of ‘Ways and means
for more employment’ took place within
the context of the World Fair Expo 2000.
This conference was organised by the
Institute for Employment Research
(Institut für Arbeitsmarkt- und Berufs-
forschung - IAB) and was initiated and
funded by the Federal Ministry for Labour
and Social Affairs. At this conference well-
known academics from six countries de-
bated national and supra-national labour
market issues. The following report deals
with the IAB’s contribution to this con-
ference. It was intended as an introduc-
tion and guide to the subsequent indi-
vidual accounts of the labour market prob-
lems and successes of the countries dealt
with at the conference, which were France
(F), the Netherlands (NL), Denmark (DK),
the United Kingdom (UK), the USA and
Germany (D) as well as the discussion
which followed. Ulrich Walwei’s and
Heinz Werner’s contributions to the con-
ference have been revised as regards con-
tents, taking into account critical com-
ments by IAB colleagues. The data has
been updated in the graphs and tables
section.
Qualifikationsstrukturbericht 2000.
[Report on the structure of qualifica-
tions 2000]
Bundesministerium für Bildung und
Forschung - BMBF
Bonn: BMBF, 2000, various pagination
BMBF, Heinemannstr. 2,
D-53175 Bonn-Bad Godesberg,
Tel.: (49-228) 57-0,
Fax: (49-228) 57-3601,
E-mail: information@bmbf.bund400.de,
URL: http://www.bmbf.de
This report is a joint production of the
Federal Institute for Vocational Training
(BIBB), the Institute for Employment Re-
search of the Federal Employment Office
(IAB), the German Institute for Economic
Research, Berlin (DIW), and the Social
Science Research Center Berlin (WZB).
Chapters: Origin and key contents of the
First Structural Report; development of the
structure of qualifications and change in
occupations; vocational qualifications, job
change and the use of qualifications;
qualifications and gainful employment
1979 - 1999; forecasts: this chapter con-
tains the results of forecasts and predic-
tions on the evolution of activities and
qualifications which were developed by
IAB in cooperation with Prognos AG;
identification of qualification needs – a
Community task: this article consists
mainly of an international comparison of
procedures for the identification of quali-
fication needs and the implementation of
measures to meet these needs in the in-
dividual countries.
Uddannelse, læring og
demokratisering /
Albert Christensen.
[Education, learning and democratisa-
tion in vocational training.]
Christensen, Albert A.
Undervisningsministeriet - UVM, Uddan-
nelsesstyrelsen
Copenhagen: UVM, 2001, 366 p.
Uddannelsesstyrelsens temahæfteserie, nr.
16-2001
ISBN 87-603-1979-8
ISSN 1399-2279
Undervisningsministeriets forlag,
Strandgade 100 D,
DK-1401 Copenhagen K,
Tel.: (45-33) 925220,
Fax: (45-33) 925219,
E-mail: uvm@uvm.dk,
URL: ttp://www.uvm.dk
The main theme of this anthology is ‘edu-
cation, learning and democratisation’. The
examples are taken from the vocational
education and training programmes. In a
number of articles, actors within the VET
system discuss the profound changes that
education and training are undergoing. A
central issue is the changing perception
of teacher and student roles. The teacher
role has changed into a role of facilitator
of learning and the student is no longer
perceived as an object for teaching, but
as an active subject taking responsibility
for own learning. These changing roles
demand new didactic methods in which
the focus is on individualisation and
competences. They also call for chang-
ing structures and a new organisation of
the VET programmes which in turn will
exert pressure on the management of vo-
cational schools. All these trends are de-
scribed in the anthology.
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Crónica de la Formación
Profesional española: época
ministerial de José María Maravall /
Acero Sáez, Eduardo.
[Historical review of vocational train-
ing in Spain]
Madrid: Ediciones Técnicas y Profesio-
nales, 2000, 288 p.
Crónica de la Formación Profesional
española, 7
ISBN 84-88690-08-8
This, the seventh volume of the Histori-
cal Review of Vocational Training, is de-
voted to an analysis of the most impor-
tant events that occurred in the field of
vocational training in 1982-1988, a period
characterised by transition from the Gen-
eral Education Act to the Law on the Gen-
eral Regulation of the Education System,
during which the experimental vocational
training modules were implemented and
the process of organising the education
system was completed. The volume also
deals with the relationship between em-
ployment and training and the importance
of vocational guidance for transition to
working life. A section is devoted to
Cedefop (structure, areas of work, etc.),
while another section is devoted to voca-
tional training in agriculture. There is also
an appendix on education legislation cov-
ering the period from 1983 to 1988.
Formación e inserción laboral: con-
ceptos básicos, políticas, programas y
recursos para la intervención / Salvá
Mut, Francisca & Nicolau Colon,
Inmaculada.
[Training and job integration: basic
concepts, policies, programmes and
intervention measures]
Madrid: Pirámide, 2000, 235 p.
Colección Psicología
ISBN 84-368-1500-9
The book covers policies, programmes
and resources - both in the EU and Spain
- pertaining to job integration and voca-
tional training. It is structured in two parts;
the first part analyses the problem of job
integration presenting some basic con-
cepts: what does unemployment mean,
measurement of unemployment, types of
unemployment, etc. and gives a descrip-
tion and analysis of the evolution and
current situation of employment and un-
employment in Europe and Spain. It then
presents the policies and programmes for
training and job integration that have been
developed in the European Union and
Spain. The second part of the book cov-
ers measures for the improvement of train-
ing and possibilities for the occupational
integration of unemployed persons which
fall under some type of Community regu-
lation (sub-divided according to their con-
tent - training and employment, training,
economic and social development, sup-
port to SMEs and other measures - and
according to the type of instrument to
which they belong ‘structural funds, Com-
munity initiatives, pilot programmes and
actions’) or directives issued by the State.
These measures are described in separate
sheets, each with the same structure.
ÃäèçÞ÷ çéá ôïù÷
øòÜóôå÷ ôïù çåîéëïà
óùóôÜíáôï÷ áîáçîñòéóè÷ åðáççåì-
íáôéëñî ðòïóÞîôöî
[Guide for users of the general system
for the recognition of occupational
qualifications]
Institouto Technologikis Ekpaidefsis - ITE
Athens: ITE, 2000, 71 p.
ISBN 960-7121-20-1
ITE,
56 Sygrou Ave,
GR-122 42 Athens,
Tel.: (30-1) 9221000,
Fax: (30-1) 9227716,
E-mail: inteek@hellasnet.gr
The Institute of Technological Education
(ITE) has been appointed as the compe-
tent authority for recognition of the oc-
cupational certificates awarded by higher
education institutions of the EU that cer-
tify the completion of at least 3 years of
vocational education studies. The ITE has
edited this book, which presents the Gen-
eral System for the Recognition of Occu-
pational Qualifications established by EC
directive 89/48 and the procedures and
practices for its implementation.The book
is addressed to those who have acquired
the typical qualifications to work in an
EU member state and would like to get
recognition of their occupational qualifi-
cations in order to work in another mem-
ber state. The book includes the follow-
ing issues: a) information on the useful-
ness and the function of the General Sys-
tem, b) typical examples of legally regu-
lated occupations which are covered by
E
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the General System, c) techniques for the
recognition of the occupational certificates
awarded by higher education institutions,
d) bodies responsible for the recognition
of academic and occupational certificates.
£åóíïÝ ëáé ðïìéôéëÛ÷ åðáççåìíáôéëÜ÷
ëáôÀòôéóè÷: è åùòöðáïëÜ ðòÞëìèóè
ëáé è åêÛìéêè ôïù åõîéëïà óùóôÜíáôï÷
åðáççåìíáôéëÜ÷ ëáôÀòôéóè÷.
[Institutions and policies for voca-
tional training:the European chal-
lenge and the evolution of the national
vocational training system].
Amitsis, Gavriil
Athens: Ekdoseis Papazisi AEBE,
2000, 949 p.
ISBN 960-021442-5;
Ekdoseis Papazisi AEBE,
Nikitara 2,
GR-106 78 Athens,
Tel.: (30-1) 38296,
Fax: (30-1) 3809150,
E-mail: papazisi@otenet.gr
This study investigates and records the
institutional framework of certified voca-
tional training in Greece and analyses the
interventions of the EU for the moderni-
sation and improvement of equivalent
national activities. The study focuses on:
a) analysing the institutional context that
governs the implementation of vocational
training activities in Greece, b) listing the
representative planning services and pro-
vision of vocational training services (ini-
tial and continuing), c) presenting the
basic national European models in the
field of vocational training, d) investigat-
ing the role and the intervention of the
EU for the promotion of ESF-subsidised
vocational training activities.
According to the study, vocational train-
ing policies should be examined in rela-
tion not only to business and competi-
tiveness but also to the protection of per-
sons excluded from the labour market.
The study concludes that a radical over-
haul of vocational training policies and
their adaptation to the new conditions is
needed. This can be achieved through the
constitutional establishment of the right
of every individual to vocational training,
and by linking the sub-systems of initial
and continuing training.
Forfas annual report
2000 / Forfas
FORFAS
Dublin: FORFAS, 2001, 63 p.
FORFAS,
Wilton Park House,
Wilton Place,
IRL-Dublin 2,
Tel.: (353-1) 6073000,
Fax: (353-1) 6073030,
E-mail: forfas@forfas.ie,
URL: http:/www.forfas.ie
The annual report details all the activities
of Forfas in supporting enterprise, em-
ployment, science and technology. Skills
development is an important aspect of its
work. Substantial increases in employ-
ment and corresponding reductions in
unemployment in 2000 are leading to
problems of labour and skills , the report
states. It stresses that skills and the crea-
tion of a skilled workforce will be crucial
in the coming years as the global pool of
high-skilled labour in engineering, com-
puter-related and science fields continues
to shrink. Upskilling the existing work-
force, encouraging non-traditional partici-
pants into the workforce and supporting
immigration will have to be continued.
Skill development should, the report
states, be a collaboration between gov-
ernment, industry and the individual fos-
tered through social partnership. Forfas
published a number of reports during the
year of which the second report of the
Expert Group on Future Skills Needs was
the most important. The Expert Group
established a number of sub-groups to
address specific issues concerning e-busi-
ness and in-company training.
Report of the e-work action forum
2000 / e-Work Action Forum
Dublin: Stationery Office, 2001, 37 p.
Government Publications,
Postal Trade Section,
4-5 Harcourt Road,
IRL-Dublin 2,
Tel.: (353-1) 6613111,
Fax: (353-1) 4752760
The Forum was established in 1999, to
advance the recommendations contained
in the Report of the National Advisory
Council on Teleworking and to provide a
focal point for the ongoing development
of e-working employment opportunities.
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It has a role also in ensuring that this
method of working contributes to eco-
nomic growth and an improved quality
of life. This report charts the develop-
ments and initiatives that have taken place
during the year to improve the environ-
ment for e-work. Achievements since the
Forum’s establishment include: the en-
dorsement of a Code of Practice on e-
Working by the social partners, in fulfil-
ment of a commitment in the national
agreement Programme for Prosperity and
Fairness; success in achieving a European
e-Work award for the Code of Practice;
the initiation of Enterprise Ireland’s e-
Work Business Awareness Campaign; and
the pursuit of measures to improve the
fiscal environment for e-work. Develop-
ments in the area of training such as
courses at all levels of the education sys-
tem, IT projects and publications are de-
tailed. The Forum says, however, ‘there
is as yet no customised nationally avail-
able course, with certification, which
would address both the ICT training as-
pects and the various skills needed (e.g.
time management, communications, re-
mote management) to operate efficiently
as an e-worker.’
URL: http://www.entemp.ie/e-work/
eworkannrep.pdf
Adult literacy
core curriculum.
Basic Skills Agency
London: Basic Skills Agency, 2001, 152 p.
ISBN 1-85990-127-1
Basic Skills Agency Publications,
Admail 5,
UK - London WC1A 1BR,
Tel.: (44-870) 600 00,
Fax: (44-870) 600 01,
URL: http:// www.basic-skills.co.uk
The adult literacy core curriculum is cen-
tral to the adult basic skills national strat-
egy. It sets out the entitlement to learn-
ing for all adults who have difficulties with
literacy. It describes the content of what
should be taught in literacy programmes
in: further and adult education; workplace
programmes and programmes for the un-
employed; prison programmes; commu-
nity-based and family literacy pro-
grammes. It assists teachers to meet the
individual needs of adults through the
selection and teaching of skills appropri-
ate to those adults’ needs.
Learning and Skills Council: strategic
framework to 2004 draft corporate
plan for consultation.
Learning and Skills Council - LSC
Coventry: LSC, 2001, 30 p.
DfEE Publications,
P.O. Box 5050,
Sherwood Park, Annesley,
UK-Nottingham NG15 0DJ,
Tel.: (44-845) 60 222 60,
Fax: (44-845) 60 333 60,
URL: http://www.dfee.gov.uk
This paper sets out the mission, vision
and targets of the Learning and Skills
Council and its proposed strategy for
achieving these.The focus is on the in-
terim outcome targets and on their nu-
merical values. The paper makes clear the
importance of local Councils as being key
to delivering objectives. It details the plan-
ning and target setting process, empha-
sising the need for a fit between national
and local needs. It also gives a clear com-
mitment to working in partnership and
consulting with key partners, including
providers.
Quality assessment committee annual
report 2000 / Further Education Fund-
ing
Council.
Further Education Funding Council - FEFC
Coventry: FEFC, 2001, 36 p.
FEFC,
Cheylesmore House,
Quinton Road,
UK-Coventry CV1 2WT,
URL: http://www.fefc.ac.uk
This is the seventh annual report of the
quality assessment committee to the
Further Education Funding Council. The
committee oversees the work of the
Council’s inspectorate. In so doing, it re-
ceives all college inspection
reports, national survey reports and the
Chief Inspector’s annual report. Those
considered in 1999-2000 and the commit-
tee’s debates during the year form the
basis of the committee’s annual report.
URL: http://libserver.cedefop.eu.int/
vetelib/nat/gbr/gov/2000_0004.pdf
UKVOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
Cedefop
69VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
Cedefop
70
CEDEFOP
European Centre for the
Development of Vocational Training
P.O. Box 22427
GR-55102 THESSALONIKI
Tel. (30-31) 049 01 11 General
Tel. (30-31) 049 00 79 Secretariat
Fax (30-31) 049 00 43 Secretariat
Mr. Marc Willem
Head of Library & Documentation
Service
E-mail: mwi@cedefop.eu.int
Documentary Information Network
Secretariat
E-mail: doc_net@cedefop.eu.int
Web address: http://
www.cedefop.eu.int
Web address: http://
www.trainingvillage.gr
FOREM/CIDOC
Office wallon de la Formation pro-
fessionnelle et de l’Emploi
Centre intercommunautaire de docu-
mentation pour la formation profes-
sionnelle
Boulevard Tirou 104
B-6000 CHARLEROI
Tel. (32-71) 20 61 67
Ms. N. Derwiduée
Tel. (32-71) 20 61 74
Ms. Nadine Derwiduée
E-mail: nadine.derwiduee@forem.be
Web address: http://www.forem.be
Joint Network Member for Belgium
with VDAB
VDAB/ICODOC
Vlaamse Dienst voor Arbeids-
bemiddeling en Beroepsopleiding
Intercommunautair documentatie-
centrum voor beroepsopleiding
Keizerlaan 11
B-1000 BRUSSEL
Tel. (32-2) 506 13 21
Mr. R. Van Weydeveldt
Fax (32-2) 506 15 61
Mr. Reinald Van Weydeveldt
Documentation
E-mail: rvweydev@vdab.be
Mr. Tomas Quaethoven
Documentation
E-mail: tquaetho@vdab.be
Web address: http://www.vdab.be
Joint Network Member for Belgium
with FOREM
INEM
Instituto Nacional de Empleo
Ministerio de Trabajo y Seguridad
Social
Condesa de Venadito 9
E-28027 MADRID
Tel. (34-91) 585 95 82 General
Tel. (34-91) 585 95 80
Ms. M. Luz de las Cuevas Torresano
Fax (34-91) 377 58 81
Fax (34-91) 377 58 87
Mr. Luis Díez García de la Borbolla
Deputy Director General of
Technical Services
Ms. Maria Luz de las Cuevas
Torresano
Information/Documentation
E-mail: mluz.cuevas@inem.es
Web address: http://www.inem.es
Centre INFFO
Centre pour le développement de
l’information sur la formation per-
manente
4, avenue du Stade de France
F-93218 SAINT DENIS LA PLAINE
Cedex
Tel. (33-1) 55 93 91 91
Fax (33-1) 55 93 17 28
Mr. Patrick Kessel
Director
E-mail: kessel@easynet.fr
Ms. Danièle Joulieu
Head of Documentation
E-mail: d.joulieu@easynet.fr
Mr. Stéphane Héroult
Documentation Department
E-mail: s.heroult@easynet.fr
Web address:
http://www.centre-inffo.fr
FAS
The Training and Employment
Authority
P.O. Box 456
27-33 Upper Baggot Street
DUBLIN 4
Ireland
Tel. (353-1) 607 05 36
Fax (353-1) 607 06 34
Ms. Margaret Carey
Head of Library & Technical Infor-
mation
E-mail: margaret.carey@fas.ie
Ms. Jean Wrigley
Librarian
E-mail: jean.wrigley@fas.ie
Web address: http://www.fas.ie
ISFOL
Istituto per lo sviluppo della
formazione professionale dei
lavoratori
Via Morgagni 33
I-00161 ROMA
Tel. (39-06) 44 59 01
Fax (39-06) 44 29 18 71
Mr. Enrico Ceccotti
General Director
Mr. Colombo Conti
Head of Documentation
E-mail: isfol.doc2@iol.it
Mr. Luciano Libertini
E-mail: isfol.doc2@iol.it
Web address: http://www.isfol.it
FOPROGEST asbl
23,rue Aldringen
L-2011 LUXEMBOURG
Tel. (352) 22 02 66
Fax (352) 22 02 69
Mr. Jerry Lenert
Director
E-mail: AGN@foprogest.lu
Web address: http://
www.foprogest.lu
CINOP
Centrum voor Innovatie van
Opleidingen
Centre for Innovation of Education
and Training
Pettelaarpark 1
Postbus 1585
5200 BP’s-HERTOGENBOSCH
The Netherlands
Tel. (31-73) 680 08 00
Tel. (31-73) 680 06 19 Ms. M. Maes
Fax (31-73) 612 34 25
Ms. Martine Maes
E-mail: mmaes@cinop.nl
Ms. Annemiek Cox
E-mail: acox@cinop.nl
Web address: http://www.cinop.nl
abf-Austria/IBW
Arbeitsgemeinschaft
Berufsbildungsforschung
Institut für Bildungsforschung der
Wirtschaft
Rainergasse 38
A-1050 WIEN
Tel. (43-1) 545 16 71 0
Ms. S. Klimmer
Fax (43-1) 545 16 71 22
Ms. Susanne Klimmer
E-mail: klimmer@ibw.at
Web address: http://www.ibw.at
Joint Network Member for Austria
with IBE
Members of the documentary information network
DEL
Danmarks Erhvervspaedagogiske
Laereruddannelse
The National Institute for
Educational Training of Vocational
Teachers
Rosenørns Allé 31
DK-1970  FREDERIKSBERG C
Tel. (45-35) 24 79 50 Ext. 317
Ms. P. Cort
Ext. 301 Ms. M. Heins
Fax (45-35) 24 79 40
Ms. Pia Cort
Research Assistant
E-mail: pia.cort@delud.dk
Ms. Merete Heins
Librarian
E-mail: merete.heins@delud.dk
Web address: http://www.delud.dk
BIBB
Bundesinstitut für Berufsbildung
Hermann-Ehlers-Str. 10
D-53113 BONN
Tel. (49-228) 107 21 26
Mr. D. Braecker
Tel. (49-228) 107 21 31
Ms. M. Krause
Fax (49-228) 107 29 74
Mr. D. Braecker
E-mail: braecker@bibb.de
Ms. Martina Krause
E-mail: krause@bibb.de
Web address: http://www.bibb.de
OEEK
Organisation for Vocational Educa-
tion and Training
Ethnikis Antistatis 41 &
Karamanoglou
GR-14234 ATHENS
Tel. (30-1) 27 09 144 Ms. E. Barkaba
Fax (30-1) 27 09 172
Ms. Ermioni Barkaba
Head of Documentation
E-mail: oeek20@ath.forthnet.gr
Web address: http://
www.forthnet.gr/oeek/VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
Cedefop
71
abf-Austria/IBE
Arbeitsgemeinschaft
Berufsbildungsforschung
Institut für Berufs- und
Erwachsenenbildungsforschung
Raimundstraße 17
A-4020 LINZ
Tel. (43-732) 60 93 130
Ms. M. Milanovich
Fax (43-732) 60 93 13 21
Ms. Marlis Milanovich
E-mail: milanovich@ibe.co.at
Web address: http://www.ibe.co.at
Joint Network Member for Austria
with IBW
CIDES
Centro de Informação e
Documentação Económica e Social
Ministério do Trabalho e da
Solidariedade
Praça de Londres 2-1° Andar
P-1091 LISBOA Codex
Tel. (351-21) 843 10 35
Ms. O. Lopes dos Santos
Tel. (351-21) 843 10 36
Ms. F. Hora
Fax (351-21) 840 61 71
Ms. Odete Lopes dos Santos
Director
E-mail:
odete.santos@deppmts.gov.pt
Ms. Fátima Hora
Documentation Department
E-mail: fatima.hora@deppmts.gov.pt
Web address: http://
www.deppmts.gov.pt
NBE
National Board of Education
Hakaniemenkatu 2
P.O. Box 380
FIN-00531 HELSINKI
Tel. (358-9) 77 47 71 24 Mr. M. Kyrö
Tel. (358-9) 77 47 72 43
Ms. A. Mannila
Tel. (358-9) 77 47 78 19
Mr. K. Nyyssölä
Fax (358-9)77 47 78 65 or 69
Mr. Matti Kyrö
E-mail: matti.kyro@oph.fi
Ms. Arja Mannila
E-mail: arja.mannila@oph.fi
Mr. Kari Nyyssölä
E-mail: kari.nyyssola@oph.fi
Web address: http://www.oph.fi
SIP
Internationella Programkontoret för
utbilningsomradet, The Swedish In-
ternational Programme Office for
Education and Training
Box 22007
S-104 22 STOCKHOLM
Tel. (46-8) 453 72 75 Heléne Säll
Tel. (46-8) 453 72 18 Rolf Nordanskog
Fax (46-8) 453 72 53 General
Fax (46-8) 453 72 02 Ms. H. Säll
Ms. Heléne Säll; E-mail:
helene.sall@programkontoret.se
Mr. Rolf Nordanskog; E-mail:
rolf.nordanskog@programkontoret.se
Ms. Sandra Dias Dos Santos; E-mail:
sandra.dias.dos.santos@programkontoret.se
Web address: http://
www.programkontoret.se
CIPD
The Chartered Institute of Personnel
and Development
CIPD House
35 Camp Road
LONDON
SW19 4UX
United Kingdom
Tel. (44-20) 82 63 32 78 J. Schramm
Tel. (44-20) 82 63 32 81 C. Doyle
Fax (44-20) 82 63 33 33 General
Ms. Jennifer Schramm
Policy Adviser
E-mail: j.schramm@cipd.co.uk
Ms. Cathy Doyle, Information Officer
E-mail: c.doyle@cipd.co.uk
Web address: http://www.cipd.co.uk
MENNT
samstarfsvettvangur atvinnulífs og
skóla
EDUCATE - Iceland
Laugavegi 51
IS-101 REYKJAVIK
Tel. (354) 511 26 60
Fax (354) 511 26 61
Ms. Stefania Karlsdóttir
General Director
E-mail: stefania@mennt.is
Ms. Adalheidur Jónsdóttir
Project Manager
E-mail: alla@mennt.is
Ms. Bára Stefánsdóttir, Librarian
barastef@ismennt.is
Web address: http://www.mennt.is
NCU
Leonardo Norge
P.O. Box 2608
St. Hanshaugen
N-0131 OSLO
Tel. (47-22) 86 50 00
Fax (47-22) 20 18 01
Ms. Aagot van Elslande
E-mail:
Aagot.van.Elslande@teknologisk.no
Web address: http://
www.teknologisk.no/leonardo/
OIT
Centre international de formation de
L’OIT
Viale Maestri del Lavoro, 10
I-10127 TORINO
Tel. (39-011) 69 36 510
Fax (39-011) 69 36 535
Ms. Catherine Krouch
Documentation
E-mail: c.krouch@itcilo.it
Web address: http://www.itcilo.org
ILO/BIT
International Labour Office
Bureau International du Travail
4 Route des Morillons
CH-1211 GENEVE 22
Tel. (41-22) 799 69 55
Fax (41-22) 799 76 50
Ms. Pierrette Dunand
Employment & Training Department
Documentalist
E-mail: dunandp@ilo.org
Web address: http://www.ilo.org
DfEE
Department for Education and
Employment
Room E3
Moorfoot
SHEFFIELD
S1 4PQ
United Kingdom
Tel. (44-114) 259 33 39
Fax (44-114) 259 35 64
Ms. Amanda Campbell
Librarian
E-mail:
enquiries.library@dfee.gov.uk
Web address: http://
www.open.gov.uk/index/..dfee/
dfeehome.htm
CINTERFOR/OIT
Centro Interamericano de
Investigación y Documentación so-
bre Formación Profesional
Avenida Uruguay 1238
Casilla de correo 1761
11000 MONTEVIDEO
URUGUAY
Tel. (598-2) 92 05 57
Tel. (598-2) 92 00 63
Fax (598-2) 92 13 05
Mr. Pedro Daniel Weinberg
Director
E-mail: weinberg@cinterfor.org.uy
Mr. Juan Andres Tellagorry
Documentalist
E-mail: tellagor@cinterfor.org.uy
Web address: http://
www.cinterfor.org.uy
Associated organisations
DGEAC
European Commission
DG Education and Culture
Rue de la Loi 200
B-1049 BRUXELLES
Tel. (32-2) 295 75 62
Ms. E. Spachis
Tel. (32-2) 295 59 81
Ms. D. Marchalant
Fax (32-2) 295 57 23
Fax (32-2) 296 42 59
Ms. Eleni Spachis
E-mail: eleni.spachis@cec.eu.int
Ms. Dominique Marchalant
E-mail:
dominique.marchalant@cec.eu.int
Web address: http://europa.eu.int/
comm/dgs/education_culture/
index_en.htm
EURYDICE
the Education Information Network
in Europe
Le réseau d’information sur l’éduca-
tion en Europe
15 rue d’Arlon
B-1050 BRUXELLES
Tel. (32-2) 238 30 11
Fax (32-2) 230 65 62
Ms. Luce Pepin, Director
E-mail: info@eurydice.org
Ms. Patricia Wastiau-Schlüter
E-mail:
patricia.wastiau.schluter@eurydice.org
Web address:
http://www.eurydice.org
FVET
Foundation for Vocational Education
and Training Reform
Liivalaia 2
EE-10118 TALLINN
Tel. (372) 631 44 20
Fax (372) 631 44 21
Ms. Lea Orro
Managing Director
E-mail: lea@sekr.ee
Ms. Eeva Kirsipuu
E-mail: eeva.kirsipuu@sekr.ee
Web address: http://www.sekr.ee/
eng/index.html
ETF
European Training Foundation
Villa Gualino
Viale Settimio Severo 65
I-10133 TORINO
Tel. (39-011) 630 22 22
Fax (39-011) 630 22 00
Ms. Gisela Schüring
Information and Publications
Department
E-mail: gis@etf.eu.int
Web address:
http://www.etf.eu.int/etfweb.nsf/VOCATIONAL TRAINING NO. 24 EUROPEAN JOURNAL
Cedefop
72
Issues recently
published in
English
No 21/2000
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The European Journal
for Vocational Training
A call for articles
The European Journal for Vocational Training journal is looking to publish articles
from researchers and specialists in vocational education and training and employ-
ment. Researchers and specialists who want to bring the results of high-quality re-
search, in particular comparative transnational research, to the attention of a wide
audience of policy-makers, researchers and practitioners in many different countries.
The European Journal is an independent and refereed publication. It is published
three times a year in English, French, German and Spanish and enjoys a wide circu-
lation throughout Europe both within the Member States of the European Union and
beyond.
The journal is published by CEDEFOP (the European Centre for the Development of
Vocational Training) and aims to contribute to debate on the development of voca-
tional education and training, in particular by introducing a European perspective.
The journal is looking to publish articles which set out ideas, report on research
results, and which report on experience at national and European level. It also pub-
lishes position papers and reaction statements on issues in the field of vocational
education and training.
Articles submitted to the journal must be exact, yet accessible to a wide and diverse
readership. They must be clear in order to be understood by readers from different
backgrounds and cultures, not necessarily familiar with the vocational education and
training systems of different countries. They should be able to understand clearly the
context and consider the arguments put forward in the light of their own traditions
and experience.
In addition to being published, extracts of the journal are placed on the Internet.
Extracts from past issues can be viewed on http:/www.trainingvillage.gr/etv/edito-
rial/journal/journalarc.asp
Articles can be written either in a personal capacity, or as the representative of an
organisation. They should be around 2,500 to 3,000 words in length and can be
written in either Spanish, Danish, German, Greek, English, French, Italian, Dutch,
Norwegian, Portuguese, Finnish or Swedish.
Once written, articles should be sent to CEDEFOP in hard copy and on a diskette
formatted for Word or Word Perfect, or as a Word or Word Perfect attachment by e-
mail, accompanied by brief biographical details of the author outlining the current
position held. All articles are reviewed by the Journal’s Editorial Committee which
reserves the right to decide on publication. Authors will be informed of its decision.
Articles do not have to reflect the position of CEDEFOP. Rather, the Journal provides
the opportunity to present different analyses and various – even contradictory –
points of view.
If you would like to submit an article the editor Steve Bainbridge can be contacted by
telephone on + 30 310 490 111, fax on + 30 310 490 175, or e-mail on: sb@cedefop.grVOCATIONAL
TRAINING
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